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ABSTRACT 
This i s a study of the mechanisms and processes involved i n people's 
d i s t r i b u t i o n to jobs. To t h i s end labour market behaviour of two 
samples of redundant male engineering workers from the North East of 
England i s contrasted and compared. 
The research i s set i n a framework that recognises the existence of a 
market structured to induce a complex interplay of both h i e r a r c h i c a l 
and l a t e r a l organisation and movement, with, c e r t a i n people tending, 
at p a r t i c u l a r times, to lock into a horizontal multi-employer pattern 
of job change, and others staying immobile within the confines of a 
single i n s t i t u t i o n . Within t h i s broad framework there may be tendencies 
f o r both h i e r a r c h i c a l and l a t e r a l segmentation to occur i n h i b i t i n g 
mobility for different groups of workers. The in h i b i t i o n s may not, 
however, be of li f e - t i m e significance with the consequence that any 
di f f e r e n t i a t i o n may not be a permanent d i s t i n c t i o n . At p a r t i c u l a r times 
i n t h e i r l i v e s , or i n ce r t a i n circumstances, individuals may switch from 
a l a t e r a l to a h i e r a r c h i c a l pattern of movement, or cross over from one 
segment to another. 
A major aim i s to specify the nature of any segmentation or sectoral 
d i v i s i o n s and to look at the role they play i n the d i s t r i b u t i o n of 
labour, p a r t i c u l a r l y by seeing- how they a f f e c t people's attempts to 
exercise choice and discretion i n pursuit of work objectives. To t h i s 
end, people's work objectives and orientations are traced through time 
and d i f f e r e n t contexts, including redundancy, and changing perceptions 
and motivations are related to labour market strategies and f i n a l 
destinations i n the job structure. Certain factors - such as 'job 
i n t e r e s t ' , 'good pay', 'security', etc - l i a b l e to rank amongst an 
individual's scale of employment p r i o r i t i e s , and/or feature as 
c h a r a c t e r i s t i c of work-places i n Newcastle, are focussed upon and 
examined, and evaluated for t h e i r significance as general labour market 
'structuring agents 1, serving to sub-divide the work-force into 
d i f f e r e n t segments. The extent to which the influence of these 
'structuring agents' can vary with time and circumstances, as work-
place conditions, opportunities i n the market, and people's orientations, 
change, and the consequences t h i s has for h i e r a r c h i c a l and l a t e r a l 
d i v i s i o n s and movement, i s studied. Research findings are discussed and 
evaluated i n the l i g h t of ex i s t i n g labour market theories. 
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T h i s study i s about the processes and mechanisms i n v o l v e d i n the 
d i s t r i b u t i o n of people to jo b s . The o v e r a l l aim i s to produce an 
increase i n knowledge and understanding within the general f i e l d of 
labour market s t u d i e s , by i n t r o d u c i n g and d i s c u s s i n g e m p i r i c a l 
research findings from the North East of England. In the process we 
w i l l a l s o introduce and c r i t i c a l l y examine e x i s t i n g viewpoints and 
b e l i e f s and consider ways i n which current t h e o r e t i c a l positions could 
be a l t e r e d . I t i s intended, therefore, that 'findings' be recorded on 
both the concrete empirical and the more abstract t h e o r e t i c a l l e v e l s . 
The aim w i l l be not only to produce new knowledge but a l s o to generate 
ideas and suggestions for pointing the way for future research. 
Our general perspective guiding i n t e r p r e t a t i o n and understanding i s 
one that recognises the significance of both 'action' and 'structure 1. 
That i s to say, labour distribution mechanisms and processes w i l l be 
s t u d i e d both through an understanding of people's a c t i o n s - the 
r a t i o n a l e for their behaviour and the objectives that are sought - and 
through an awareness of the existence of s t r u c t u r a l s o c i a l d i v i s i o n s 
serving to guide and l i m i t the range of possible options. 
I t i s not always the case t h a t both these f o r c e s are recognised as 
p l a y i n g a s i g n i f i c a n t part; most approaches tend to concentrate on 
e i t h e r one or the other. Thus there may be an overemphasis on 
voluntarism and unfettered job se l e c t i o n - l i t e r a t u r e s e t within the 
general f i e l d of 'Careers Guidance', for example, seemed a t one time 
to be p a r t i c u l a r l y prone to t h i s type of approach, - or, 
a l t e r n a t i v e l y , people may be assumed to have l i t t l e or no a c t i v e 
influence on the labour distribution process at a l l ; i n t h i s l a t t e r 
case people are t y p i c a l l y thought of as being structured along paths 
by forces completely outside of in d i v i d u a l control; i n d i v i d u a l action 
and choice play no determinate part - other than an i l l u s i o n a r y one 
for the participants concerned. 
Sometimes i t seems as i f subjects are simply thought of as units with 
consciouses that are o b j e c t i v e l y dependent upon and simply r e f l e c t 
s u b - s t r u c t u r a l changes w i t h i n the job s t r u c t u r e . A c t u a l movement 
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between job p o s i t i o n s a r i s e s from economic f o r c e s of which the 
i n d i v i d u a l s concerned have l i t t l e or no understanding. Any ideas the 
subjects themselves may offer as explanations for their behaviour may 
even be ignored or categorised as inappropriate, mistaken, or simply 
d e r i v a t i o n s from a ' f a l s e ' consciousness. For r e s e a r c h e r s who take 
t h i s kind of approach the main objective of the a n a l y s t i s simply to 
understand the underlying 'economic' determinants. Empirical research 
may t h e r e f o r e take the form of an examination of job h i s t o r i e s and 
changes i n o c c u p a t i o n a l s t a t u s without any r e f e r e n c e a t a l l to 
m o t i v a t i o n or choice. Indeed i t w i l l very often be the case t h a t 
i n d i v i d u a l s are thought to have no choice a t a l l and t h e r e f o r e 
i r r e l e v a n t to the a n a l y s i s . 
I n t h i s r e s e a r c h the focus of the study i s on the people themselves 
and not the structures they occupy and by which they are constrained. 
I t would have been p o s s i b l e f o r us to proceed from a p o i n t of view 
that sought to specify the nature of s o c i a l structures and then go on 
to describe the means by which people are moulded and made to f i t the 
s t r i c t u r e s of a kind of s t r u c t u r a l necessity. In our view, however, 
such an approach would i n v o l v e a s e r i o u s r i s k of o b j e c t i f y i n g the 
supposed c o n c e r n of our s t u d y i n t o no more than a r e s i d u a l 
determination of the s t r u c t u r a l forces we describe; that i s to say, i n 
order t h a t 'people' f i t i n t o the theory of s t r u c t u r a l order we 
d e s c r i b e i t may have become necessary for reasons of t h e o r e t i c a l 
consistency to think their r o l e as a c t i v e e f f e c t i v e i n d i v i d u a l s out of 
p r a c t i c a l e x i s t e n c e . T h i s , we f e e l , i s always the danger when 
' o b j e c t i v e ' s t r u c t u r e s take on the r o l e of s u b j e c t and 'subjects' 
( i . e . people) become objects. 
Even where i t i s recognised t h a t i n d i v i d u a l a c t i o n d e r i v e d from 
i n d i v i d u a l thoughtful consideration may possibly have some bearing on 
eventual outcomes i t may be the case that the S o c i a l S c i e n t i s t himself 
assumes and a l l o t s a p a r t i c u l a r motivation or set of objectives to the 
s u b j e c t s of study. Thereby any need to e l i c i t a motivation and 
r a t i o n a l e from the mouths of the subjects themselves i s obviated. Any 
motivation and reason for action i s deemed to be 'understood' - by the 
S o c i a l S c i e n t i s t . Thus i t only becomes necessary to study variations 
i n s t r u c t u r a l and c o n t e x t u a l v a r i a b l e s i n order to understand the 
reason f o r e m p i r i c a l d i f f e r e n c e s i n outcome - the p e r s p e c t i v e s and 
m o t i v a t i o n s of the s u b j e c t s concerned being understood to be common 
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and constant. Thus, for example, the f i n d i n g , say, t h a t younger 
members of a population get jobs more s l o w l y than t h e i r o l d e r 
c o l l e a g u e s could simply be i n t e r p r e t e d as being a consequence of a 
greater d i f f i c u l t y on the part of the former i n finding work r e s u l t i n g 
from differences i n objective opportunities - any explanation couched 
i n terms of variations i n outlook or motivations affecting job search 
or job acceptance may not be considered. Omission of the subjective 
side of the picture could give r i s e to misleading conclusions. 
In t h i s project, then, we have purposively sought to avoid any over-
emphasis on 'structural', 'contextual', or ' o b j e c t i v e ' determinations. 
He b e l i e v e t h a t the e x e r c i s e of choice and the r a t i o n a l p u r s u i t by 
i n d i v i d u a l s of valued work objectives play an important part i n the 
normal workings of labour markets. Within the range of a l t e r n a t i v e s 
open to them, and i n the l i g h t of perceived contextual circumstances, 
men and women w i l l seek to take t h a t course of a c t i o n b e l i e v e d most 
appropriate for the attainment of v a l u e d g o a l s . T h i s freedom of 
choice i s one t h a t recognises c o n s t r a i n t and n e c e s s i t y , but i t i s a 
choice nevertheless. I t i s f e l t , therefore, that care should be taken 
to r e s i s t the temptation - whether i t be f o r reasons of t h e o r e t i c a l 
consistency, methodological convenience, i d e o l o g i c a l preference, or 
whatever - to exclude the s u b j e c t as human being - and a l l the 
problems t h i s invokes for considerations of meaning, interpretation, 
judgement, e t c - from labour market a n a l y s i s . Subjective perceptions 
and i n t e r p r e t a t i o n of the outside world, and subsequent pur p o s e f u l 
a c t i o n s , have a r e a l determinate e f f e c t on the operation of labour 
markets. 
Having said t h i s , i t i s of course the case that approaches that over-
emphasise voluntarism and sheer wishful thinking must j u s t as equally 
be r e j e c t e d as much as those t h a t r e f e r simply to the i n f l u e n c e of 
s t r u c t u r e and c o n s t r a i n t . The degree of s t r u c t u r a l and e x t e r n a l 
c o n s t r a i n t on 'free 1 a c t i o n may be e x t e n s i v e , and indeed may i n 
certain circumstances be the more s i g n i f i c a n t influence. Consequently 
any a n a l y s i s cannot ignore the circumstances i n which a c t i o n takes 
p l a c e . Bearing i n mind, however, th a t s o c i a l s t r u c t u r e s are 
themselves conditional upon the maintenance of p a r t i c u l a r actions, the 
r e p e t i t i v e performance of which g i v e s s t r u c t u r e s t h e i r p e c u l i a r 
q u a l i t y of semi-permanence outside of the consciousness of any 
i n d i v i d u a l person, even a recognition of the important significance of 
k. 
constraint does not detract from the argument for giving p a r t i c u l a r 
attention to the subjective and the rationale behind action. 
The approach i n f l u e n c i n g t h i s study, t h e r e f o r e , i s a r e c o g n i t i o n of 
the importance of both s t r u c t u r e and a c t i o n - both as s i g n i f i c a n t 
separate phenomena worthy of in-depth study i n t h e i r own right, and i n 
the way that they i n t e r a c t and influence one another. 
Research Aims 
Labour market a n a l y s e s , from a v a r i e t y of p e r s p e c t i v e s , have l e f t 
unanswered a number of important questions. To some of these 
questions we wish to address ourselves i n t h i s study. 
Of fundamental importance i s whether the d i s t r i b u t i o n of workers to 
jobs i s governed by laws of order and r a t i o n a l i t y ; and i f i t i s , what 
kind of order and r a t i o n a l to what end? I s the labour market worked 
by Adam Smith's 'hidden hand' - a p e r f e c t l y competitive market serving 
to d i s t r i b u t e workers and regulate wages according to p r i n c i p l e s of 
equal opportunity, productive e f f i c i e n c y , and free choice? Or i s t h i s 
a l l o c a t o r y mechanism s p o i l t by i n h i b i t i n g i n s t i t u t i o n a l , s o c i a l , and 
mental b a r r i e r s ? Are workers aware of the d i f f e r e n t rewards, 
i n c l u d i n g wages, on o f f e r , and, i f so, are they a o l e to s e l e c t any 
position that meets their aspirations? Or i s i t the case that there 
are i n f a c t non-competing labour markets such that opportunities open 
to some are not open to others? 
I f we a n t i c i p a t e here t h a t one of our c o n c l u s i o n s w i l l be t h a t the 
r e a l world bears l i t t l e resemblance to that of the abstract perfect 
f r e e market, does t h i s n e c e s s a r i l y mean that a l l the assumptions 
underlying the c l a s s i c a l economic model should therefore be abandoned? 
In p a r t i c u l a r , should we abandon the notion of the c r u c i a l determining 
e f f e c t of worker behaviour on labour market outcomes; i t might not be 
the case t h a t the consequences of worker's a c t i o n s are those which 
were postulated by Smith, but t h i s does not mean that they do not act 
nor t h a t t h e i r a c t i o n s have no consequence; whether or not p e r f e c t 
knowledge and e q u a l opportunity e x i s t s the worker may s t i l l pursue 
valued objectives i n a r a t i o n a l manner. 
An approach such as t h i s , that seeks to e s t a b l i s h the regular workings 
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of the labour market w h i l s t remaining s e n s i t i v e to the perspectives 
and behaviour of labour market p a r t i c i p a n t s themselves, r a i s e s 
p a r t i c u l a r s o r t s of i s s u e s and questions. Of importance become the 
significance and effectiveness of the workers' actions i n pursuit of 
work objectives; how do these actions f i t i n with the other mechanisms 
and processes involved i n labour distribution? To what extent does 
the e f f e c t i v e a l l o c a t i o n of labour require that workers s e l f - s e l e c t 
and f i n d t h e i r own way to those p l a c e s where they are most needed? 
How does t h i s s e l f - s e l e c t i o n process r e l a t e to changes taking place i n 
the job structure, and to i n d i v i d u a l s ' ideas of what they would l i k e 
to a c h i e v e by working? Can workers a c h i e v e t h e i r o b j e c t i v e s by 
exercising powers of choice? And i f there are choices a v a i l a b l e are 
they distributed equally; or i s the workforce s t r a t i f i e d according to 
people's range of options i.e. the higher a person's position the l e s s 
h i s choice i s constrained? 
I f i t was e s t a b l i s h e d t h a t the labour market was c h a r a c t e r i s e d by 
s t r a t i f i c a t i o n and h i e r a r c h y we would then consider whether t h i s 
n e c e s s a r i l y i m p l i e d t h a t a l l the best jobs were a t the top and t h a t 
the o n l y f e a s i b l e s t r a t e g y f o r somebody wishing to r e a l i s e a work 
o b j e c t i v e i n the most s a t i s f a c t o r y way would be to t r y and c l i m b 
upwards. To the extent t h a t we found th a t a person's choice range, 
and h i s a b i l i t y to a c h i e v e d e s i r e d o b j e c t i v e s , was r e l a t e d to h i s 
position i n a h i e r a r c h i c a l structure, we would l i k e to know something 
about the nature of t h i s s t r u c t u r e ; i n p a r t i c u l a r we would l i k e to 
know what held i t together and whether a l l had equal opportunity, or 
desire, to climb i t . 
Should jobs giving high rewards on some aspects not n e c e s s a r i l y do so 
on others, and should people's work o r i e n t a t i o n s be shown to vary, 
then there would be grounds for disputing a model of a labour market 
characterised by hierarchy alone, and a more complex picture of both 
h i e r a r c h i c a l and l a t e r a l movements and choices could be argued for. 
I f some jobs poor on one dimension - say 'pay' - were good on another 
- say ' s e c u r i t y ' - and i f i n other jobs the r e v e r s e s i t u a t i o n 
occurred, then the p o s s i b i l i t y would e x i s t for flows to occur to and 
fro across h i e r a r c h i c a l structures as people s e l f - s e l e c t e d according 
to the i r orientations. 
I f i n the event both h i e r a r c h i c a l and l a t e r a l labour market features 
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are found to e x i s t side by side i t becomes incumbent upon us to 
explain how they r e l a t e to one another. Should we f i n d the existence 
of h i e r a r c h i c a l and l a t e r a l 'channels' or 'paths' along which 
indivi d u a l s might t y p i c a l l y t r a v e l the question i s begged as to when 
and why people might change 'paths'. Thus, for example, why should 
individuals locked into a ' l a t e r a l ' multi-employer pattern be induced 
to move over to a stable immobile single employer type of behaviour, 
or v i c e versa? 
To the extent that labour d i s t r i b u t i o n occurs through worker s e l f -
s e l e c t i o n , and to the extent that the pursuit of p a r t i c u l a r strategies 
implies the possession of appropriate orientations, then .a change of 
strategy - or path - suggests the l i k e l i h o o d of a corresponding change 
i n orientation. This 'restructuring' of orientations, i n accordance 
with change i n circumstances, would be a s i g n i f i c a n t mechanism i n 
labour a l l o c a t i o n were i t to happen. I t would mean that 'objective' 
changes i n the job structure could take place, making available 
d i f f e r e n t sets of work rewards, and s t i l l labour could be voluntarily 
a t t r a c t e d as orientations are adjusted. Any evidence that restructuring 
occurs, and the s o r t s of events or changes l i k e l y to induce i t , then, 
would be of i n t e r e s t . 
I n summary, the o v e r a l l aim i s to investigate how the labour market i s 
patterned by r e l a t i n g people's orientations, and changes i n 
orientations, to both the structure, and re-structuring of job 
opportunities, and to differences i n , and a l t e r a t i o n s i n , non-work 
variables. To t h i s end we compare two work-forces, common i n being 
male, manual, i n engineering, and working i n c l o s e l y located plants, 
but d i f f e r e n t , primarily, i n terms of s k i l l , and distinguish between 
them t h e i r work objectives and patterns of labour market behaviour, 
both on the i n t e r n a l and external markets, before and a f t e r 
experiencing redundancy, and throughout t h e i r work careers. The aim 
i s not only to understand differences between the two work-forces but 
also variations within them. 
I n t h i s research the focus of attention was on redundant engineering 
workers i n Vest Newcastle-upon-Tyne. 'Redundant' men were chosen 
because i t would provide the opportunity to consider whether people's 
attitudes and orientations to work would i n f a c t remain the same i n 
d i f f e r e n t contexts or whether a major change i n people's employment 
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s t a t u s would be accompanied by an appropriate r e v i s i o n or r e -
structuring of objectives. Also redundancy was considered s i g n i f i c a n t 
because labour market t h e o r i s t s , and p a r t i c u l a r l y N o r r i s 1 , had 
suggested that the experience of involuntary unemployment played an 
important part i n labour market operations. 
At the same time as examining men's a t t i t u d e s i n the context of 
redundancy we a l s o wanted to e l i c i t information on o r i e n t a t i o n s to 
work i n other contexts and circumstances and to monitor some of the 
changes that took place through time. Consequently, with t h i s aim i n 
view, we asked our respondents to t a l k about t h e i r r e l a t i o n s h i p s 
towards work, as they remembered i t , throughout the i r work l i v e s . By 
t h i s means we hoped not only to i d e n t i f y changes i n wants and 
expectations from work according to p a r t i c u l a r stages i n people's work 
ca r e e r s and l i f e - c y c l e s , but a l s o to i l l u m i n a t e by comparison any 
change t h a t took p l a c e i n the p a r t i c u l a r context of the post-
redundancy s i t u a t i o n . 
We were interested, therefore, i n the kinds of objectives people had 
hoped i n the past to achieve, as w e l l as their hopes and expectations 
for the future, the reasons they changed jobs and 'chased' some to the 
e x c l u s i o n of others, why they decided to ' s t i c k ' with some firms 
rather than others, the factors men saw as r e s t r i c t i n g t h e i r action to 
achieve preferred objectives, those factors that seemed to the men to 
be important c o n s i d e r a t i o n s when making p a r t i c u l a r d e c i s i o n s and 
choices, e t c . Thus a whole range of i s s u e s p e r t a i n i n g to men's 
relationship to work were covered. 
Methodology 
I t was decided that the most f r u i t f u l methodological approach should 
be one that concentrated on the use of informal in-depth interviews. 
Such an approach predictably e l i c i t s information of a superior q u a l i t y 
to one t h a t r e l i e s on the use of more impersonal h i g h l y s t r u c t u r e d 
questionnaires. The use of a relaxed receptive technique allows and 
encourages the respondent to express i n h i s own words a v a r i e t y of 
often complex and subtle reactions to major l i f e - s t y l e changes such as 
may occur with the onset of redundancy. Many of the long term 
unemployed are p a r t i c u l a r l y l i k e l y to be i n a s t a t e of emotional 
s t r e s s and may demand of an i n t e r v i e w e r c o n s i d e r a b l e t a c t and 
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sympathetic understanding. I t was f e l t , moreover, t h a t the type of 
enquiry s h o u l d be one t h a t a l l o w e d the person being questioned 
c o n s i d e r a b l e time and l a t i t u d e to use h i s own i n t e r p r e t a t i o n and 
supply answers that he f e l t adequately r e f l e c t e d his p a r t i c u l a r point 
of view. Consequently, people were encouraged to t a l k f r e e l y and at 
l e n g t h . I n t h i s way a s e r i o u s a t t e m p t was made to a c q u i r e 
understanding of how the labour market p a r t i c i p a n t s themselves 
perceived and interpreted events and circumstances pertaining to their 
r e l a t i o n s h i p to work. Thus the method of data c o l l e c t i o n i n p a r t 
r e f l e c t e d the decision to concentrate on the effects on the workings 
of labour markets of i n d i v i d u a l interpretation, action, and choice. 
The main i n t e n t i o n was to c r e a t e the conditions most s u i t a b l e f o r 
encouraging responses of a high q u a l i t y . But i t was a l s o intended 
t h a t the r e s e a r c h be organised so as to f a c i l i t a t e a degree of 
comparative a n a l y s i s . Care was taken, therefore, to e s t a b l i s h a high 
degree of meaningful consistency by covering s i m i l a r topics i n each 
conversation. However, i t was not the case that each respondent was 
confronted with an i d e n t i c a l s e t of s i m i l a r l y worded questions as 
would n o r m a l l y be the case i n q u e s t i o n n a i r e type s u r v e y s . Indeed a 
method that r e l i e d on e l i c i t i n g r e l a t i v e l y short answers to a whole 
s e r i e s of q u e s t i o n s p r e - s e t by the r e s e a r c h e r was s p e c i f i c a l l y 
r e j e c t e d on the grounds t h a t such an approach runs the r i s k of 
r e f l e c t i n g to an unacceptable degree the p a r t i c u l a r i n t e l l e c t u a l 
p e r s p e c t i v e of the i n t e r v i e w e r . This r i s k was a l l the more 
unacceptable i n view of the o v e r - r i d i n g o b j e c t i v e to a c h i e v e an 
understanding of labour market processes through the eyes of the 
participants concerned. The basic aim of the interviews was to give 
people the confidence to speak their minds with minimal influence from 
the interviewer and i n so doing give adequate explanations for the i r 
past and present motivations, viewpoints and behaviour. Consequently, 
l e s s s t r e s s was placed on the n i c e t i e s of the wording of questions or 
the structuring of interviews than on the acquisition of information 
tha t was c o n f i d e n t l y b e l i e v e d to be honest, accurate, and adequate. 
So care was taken to ensure that the objectives of the research were 
not a l t e r e d or s a c r i f i c e d to the prescriptions of a p a r t i c u l a r method 
- or indeed t h a t the o b j e c t i v e did not become 'the method*. Thus i t 
was found that the desired information could be e l i c i t e d by a variety 
of q u e s t i o n s worded to s u i t the c h a r a c t e r and context of the 
p a r t i c u l a r i n t e r v i e w concerned. At the same time information could 
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o f t e n be obtained simply by a l l o w i n g people to t a l k a t length 
answering unspoken questions, as i t were, i n the process of t h e i r 
r e p l i e s . 
The upshot was that we c o l l e c t e d many hours of tape-recorded 
conversations from which we have extracted data for use i n t h i s work. 
I t i s perhaps worth mentioning t h a t an important study of labour 
markets i n the l a t e 1940's used a very s i m i l a r method. L.G. Reynolds' 
states on page 299z 
"The technique used was t h a t of a f i x e d q u e s t i o n free-response 
i n t e r v i e w . The i n t e r v i e w e r s were provided with a l i s t of key 
questions to be asked. Once the q u e s t i o n had been r a i s e d , 
however, the worker was a l l o w e d to t a l k f r e e l y without any 
prompting by the i n t e r v i e w e r . T h i s was found to be more 
s a t i s f a c t o r y than pinning the worker down to minute, s p e c i f i c 
answers as i s sometimes done on a t t i t u d e and p u b l i c opinion 
surveys. I t did mean that respondents spent a good deal of time 
t a l k i n g about s u b j e c t s which were i r r e l e v a n t to the q u e s t i o n 
asked; but embedded i n the stream of i r r e l e v a n c i e s would be s o l i d 
piece8 of pertinent material. This material, when screened out, 
seemed to give a more spontaneous indication of actual attitudes 
than would be secured from brief responses to detailed and highly 
r e s t r i c t e d questions." 
We found i n our i n t e r v i e w s t h a t w h i l s t c e r t a i n 'key' questions 
were normally asked to each respondent i n turn the nature of 'follow 
up' questions or prompts could vary according to i n i t i a l responses. 
The d e s i r e on our p a r t to encourage respondents to t a l k a t length 
about those r e l e v a n t i s s u e s of p a r t i c u l a r s i g n i f i c a n c e to them 
introduced a c e r t a i n degree of f l e x i b i l i t y i n t o our c o n v e r s a t i o n s ; 
t h i s meant i n e f f e c t t h a t d e s p i t e a g e n e r a l thematic c o n s i s t e n c y i n 
our i n t e r v i e w s there were s p e c i f i c t o p i c s t h a t were not covered i n 
d e t a i l by a l l our respondents. 
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CHAPTER I I 
Review of Labour Market Theory 
We propose i n t h i s chapter to s e t out an impression of the more 
s i g n i f i c a n t perspectives on labour market understanding as put forward 
i n economic and s o c i o l o g i c a l l i t e r a t u r e i n recent years. 
I n the t r a d i t i o n a l economic view i t i s thought t h a t there i s a 
s y s t e m a t i c s e t of r e l a t i o n s h i p s between production for p r o f i t , the 
demand f o r labour, the supply of labour, the l e v e l (s) of wages, and 
the rate of unemployment. Marginal productivity being said to be the 
p r i n c i p l e which, either i n the short term or long term, regulates the 
di s t r i b u t i o n and l e v e l of wages, and people being said to r a t i o n a l l y 
'follow' those o p p o r t u n i t i e s /wage o f f e r s t h a t promise to maximise 
t h e i r earnings, the fundamental mechanism of the d i s t r i b u t i o n of 
labour i s thought to be c l e a r . As Reynolds 1 put i t : 
"Wage determination and movements of labour (are thought of as) 
simply d i f f e r e n t aspects of a s i n g l e process by which members of 
the labour force are distributed to the points at which they can 
make the greatest productive c o n t r i b u t i o n " . Thus movements of 
labour are thought to be induced simply by wage differences, and 
"the economic f u n c t i o n of the wage s t r u c t u r e i s to ensure an 
optimum d i s t r i b u t i o n of workers among occupations and industries." 
I n t h i s view people are seen as a mass of a t o m i s t i c i n d i v i d u a l s a l l 
pursuing t h e i r own i n t e r e s t s i n the market with a primary aim of 
maximising t h e i r e a rnings. In view of the s i g n i f i c a n c e put on the 
p u r s u i t of income as a motivating f o r c e then the l e v e l of wages i s 
seen as the c r u c i a l mechanism around which the system r e v o l v e s . 
Movement of labour i s induced by wage d i f f e r e n c e s . The a c t u a l wage 
l e v e l reached for d i f f e r e n t grades of labour i s a function of people's 
propensity to move towards the highest wage offers, the competitive 
p r e s s u r e s on r i v a l employers to bid up wage o f f e r s to ensure an 
adequate labour supply, and the c a l c u l a t i o n s employers make of 
p o t e n t i a l workers economic 'worth' to the productive f u n c t i o n i n g of 
the e n t e r p r i s e . Thus, p r o v i d i n g f r i c t i o n s or impediments are 
minimised, then the whole system w i l l work - as i f guided by a 'hidden 
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hand1 - to produce an optimum di s t r i b u t i o n of labour. Moreover, since 
each worker has a free choice, then providing he exercises his rights 
of d i s c r e t i o n w i s e l y and r a t i o n a l l y , he w i l l move towards tha t 
employment which w i l l most nearly reward him with his true worth. At 
the same time, since there i s a natural tendency for workers of equal 
q u a l i t y to be a b l e to command i n the market p l a c e an e q u a l 
remuneration, then u n l e s s an employer i s prepared to o f f e r a wage 
commensurate with a person's a b i l i t i e s and the going r a t e i n the 
market then t h a t employer w i l l be unable to a t t r a c t or h o l d onto a 
workforce adequate for his needs* Thus the Whole system has a ring of 
natural j u s t i c e . 
Such a straightforward wage-related view of labour market mechanisms, 
however, has increasingly been questioned. One problem for economists 
has been the question of e x p l a i n i n g away e m p i r i c a l r e s e a r c h th a t 
shows that d i f f e r e n t firms within the same geographical labour market 
may pay very much d i f f e r e n t monetary rewards for the same grades of 
labour and yet these differences w i l l not n e c e s s a r i l y be r e f l e c t e d by 
corresponding degrees of d i f f i c u l t y i n a t t r a c t i n g s u f f i c i e n t manpower. 
Such findings are d i f f i c u l t to square with labour market theories that 
r e l y on the e q u i l i b r a t i n g mechanism of the wage va r i a b l e alone - under 
the pressure of c o m p e t i t i v e f o r c e s - to guide labour as a f a c t o r of 
production to t h a t employment where i t can be used to the g r e a t e s t 
e f f i c i e n c y . Under co n d i t i o n s permiting f r e e , knowledgeable, and 
r a t i o n a l choice, workers of s i m i l a r 'quality' should themselves, by 
their propensity to move from low wage to better wage plants, force an 
evening out of wage d i f f e r e n c e s over a l o c a l market area. Yet, as 
2 
MacKay points out i n the introduction to his study of variations i n 
l o c a l labour market conditions for engineering workers: 
"A number of s t u d i e s have brought i n t o question the extent to 
which labour mobility i s responsive to wage d i f f e r e n t i a l s . The 
e x i s t e n c e of s u b s t a n t i a l d i f f e r e n t i a l s w i t h i n the same labour 
market appears the common rule rather than the exception." 
Robinson , commenting on MacKay's study, said: 
"A comparison of the spread of standard earnings i n Birmingham 
and Glasgow does not support the view that earnings l e v e l s would 
tend to get c l o s e r together i n t i g h t labour markets where the 
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f o r c e s of competition would be f e l t more a c u t e l y . T h i s i s a 
f i n d i n g of some importance as i t suggests th a t what might 
otherwise be regarded as 'temporary distortions', which would be 
removed once the f u l l pressures of a tight labour market within 
which employers r e a l l y competed for labour were f e l t , are more 
permanent and perhaps a regular feature of l o c a l labour markets." 
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The i m p l i c a t i o n of s t u d i e s l i k e these was t h a t there was not any 
simple automatic response by an undifferentiated workforce to changes 
i n wage l e v e l s . The problem became, t h e r e f o r e , one of r e c o n c i l i n g 
some of the b a s i c maxims of the theory - notions of f r e e market 
choice, a n a t u r a l tendency for the 'market' to d i s t r i b u t e r e s o u r c e s 
e f f i c i e n t l y , a tendency towards people maximising their s a t i s f a c t i o n s , 
e t c . - with the f a c t t h a t there appeared on monetary c r i t e r i a alone 
considerable divergencies between the actual l e v e l and distribution of 
income and that predicted by the theory. 
The r e c o n c i l i a t i o n was made by an assertion that the di s t r i b u t i o n of 
earnings need not r e f l e c t a d i s t r i b u t i o n of 'real' s a t i s f a c t i o n s and 
payments. What has to be taken i n t o account, i t i s argued, are the 
existence of non-monetary rewards and costs. That i s to say, i n order 
that workers of apparent equal q u a l i t y - and t h e r e f o r e 'deserving' 
equal work-rewards - should receive s i m i l a r benefits i t must be the 
case t h a t workers r e c e i v i n g lower wages must r e c e i v e non-wage 
compensations. Moreover, i n order t h a t the competitive f o r c e s of 
worker choice be o p e r a t i v e , then workers themselves must recognise 
these compensations, put a monetary v a l u e on them, and 'trade' them 
of f . 
Thus to e x p l a i n labour m o b i l i t y i t became necessary to take i n t o 
account both wage and non-wage inducements. F i r m s may o f f e r 
'packages' of both monetary and non-monetary rewards, the sum t o t a l of 
which a worker considers, evaluates, and compares to other 'packages'. 
Thus a low economic monetary offer may be raised into a 'good' package 
by the addition of 'fringe benefits' - cars, housing, free meals, etc. 
- and other attractions l i k e good clean working environment, f r i e n d l y 
workmates, reasonable supervision, etc. 
So, for economists, labour market mobility i s now normally explained 
i n terms of people making choices as a r e s u l t of a comparison of 'net 
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advantages' i.e. taking into account a l l the economic and non-economic 
advantages and disadvantages of working i n a p a r t i c u l a r f i r m . A 
p a r t i c u l a r choice i s made as a consequence of a comparison the worker 
undertakes between the a c t u a l range of benefits and costs 'on o f f e r 1 
and t h a t worker's p a r t i c u l a r s c a l e of p r e f e r e n c e s . I t i s always 
assumed t h a t amongst these preferences i s a d e s i r e for high income. 
Economists normally assume that i n practice a l l other preferences can 
be measured i n terms of the amount of income a person would be 
prepared to s a c r i f i c e i n order that non-monetary rewards be secured. 
Thus i t i s that the wage mechanism i s s t i l l , considered to maintain i t s 
b a s i c d i s t r i b u t a r y function; on the demand side employers offer wages 
s u f f i c i e n t to compensate for non-monetary deprivations (or costs); on 
the supply side workers s e l f - s e l e c t s u i t a b l e employments according to 
t h e i r subjective evaluation of the trade-off they are prepared to make 
between monetary rewards on the one hand and non-monetary co s t s and 
deprivations on the other. 
The concept of a ' t r a d e - o f f , then, forms a c r u c i a l p i v o t of 'new' 
economic explanations of labour mobility. But the adjustment of the 
t r a d i t i o n a l theory to take i n t o account the r e a l i s a t i o n t h a t wage-
r e l a t e d e x p l a n a t i o n s alone are inadequate c r e a t e s problems f o r 
economists who try to undertake empirical research. The main problem 
i s t h a t the 'enlarged' t r a d e - o f f theory i s so m a l l e a b l e t h a t i t can 
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'explain' v i r t u a l l y any set of observations. Thus MacKay came to the 
following conclusion: 
"The (trade-off theory) i s d i f f i c u l t to r e f u t e (or confirm) by 
reference to empirical data. I f labour should move from a low to 
a high wage paying p l a n t t h i s can be h e l d to s u b s t a n t i a t e the 
model. Conversely, should labour not move towards the high wage 
paying p l a n t i t can be argued th a t t h i s i s due to adverse non-
pecuniary f a c t o r s which o f f s e t the inducements of the higher 
wage. I n any s i t u a t i o n there are a l t e r n a t i v e a c t i o n s each of 
which may be c o n s i s t e n t w i t h the p o s t u l a t e of economic 
r a t i o n a l i t y . " 
In f a c t , because of the d i f f i c u l t i e s involved i n 'operationalising' 
the theory economists doing empirical research i n practice u s u a l l y 
ignore the 'non-wage' element altogether and concentrate on the money 
var i a b l e alone. Often, i n fact, recognition of a non-wage element i s 
only introduced during the a n a l y s i s stage of research, after the f i e l d 
work i s over, as a r a t i o n a l i s a t i o n to 'explain' why mobility predicted 
on wage differences alone did not occur. 
There i s a further problem for trade-off theory that at times the non-
wage element appears to be so large that the relevance of measuring i n 
terms of monetary c r i t e r i a becomes qu e s t i o n a b l e . I f people are 
assumed to be attracted to a work-place for reasons l a r g e l y nothing to 
do with monetary motivations - otherwise, why would people work i n a 
p l a c e with low wages when there are high wage p l a n t s i n the same 
l o c a l i t y ? - then i t might not be p a r t i c u l a r l y meaningful to measure i n 
terms of something on which the workers themselves are assumed to put 
l i t t l e v a l u e . I f people choose a p l a c e , for example, because they 
v a l u e s e c u r i t y and t h i s p a r t i c u l a r work-place i s believed to offer 
high s e c u r i t y , does i t make sense to use a monetary measure r a t h e r 
than, say, a measurement of security? 
Trade-off theory, however, f a c e s a much greater c h a l l e n g e . Doubts 
have been r a i s e d as to whether i n f a c t a net e q u a l i s a t i o n of 
advantages n e c e s s a r i l y takes place. Since the theory i s p r a c t i c a l l y 
i m p o s s i b l e to confirm or r e f u t e i t may be claimed t h a t statements 
about tendencies towards net e q u a l i s a t i o n may be nothing more than 
i d e o l o g i c a l assertion. I t i s more reasonable, say some researchers, 
to interpret large differences i n wages not as r e f l e c t i n g a tendency 
towards net equalisation, but, rather, gross inequalisation. I n other 
words, the c l a i m of t h i s r i v a l theory i s t h a t the labour market i s 
e s s e n t i a l l y h i e r a r c h i c a l l y ordered such t h a t there i s a g e n e r a l 
tendency for some jobs to be better than others - and such that there 
i s a general tendency for some jobs to be perceived by the population 
a t l a r g e as being b e t t e r than others - and that t h e r e f o r e a net 
equalisation does not take place; rather, some people get better jobs 
and some people get r e l a t i v e l y worse jobs. And for t h i s viewpoint 
there has been some empirical support. MacKay6, i n his study, pointed 
out: 
" V i s i t s to the case-study plants did not provide any indication 
that low-wage units enjoyed any advantage over high-wage units 
w i t h r e s p e c t t o n o n - p e c u n i a r y f a c t o r s . Indeed, p h y s i c a l 
c o nditions of work, s o c i a l amenities and l i k e conditions were 
g e n e r a l l y more f a v o u r a b l e i n high-wage u n i t s . This i s h a r d l y 
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conclusive evidence, for the assessment which i s relev a n t i s not 
that of the observer but t h a t of the employee. Yet i t i s worth 
w h i l e noting t h a t our i m p r e s s i o n i s t i c conclusion i s consistent 
with that of e a r l i e r studies, namely, that there i s no indication 
t h a t non-wage f a c t o r s are p a r t i c u l a r l y favourable i n low-wage 
u n i t s , and there i s some evidence which points i n the opposite 
direction." 
7 
Reynolds , a l s o , found a s i m i l a r s i t u a t i o n o c c u r r i n g i n the United 
States. He said: 
"While dispersion of company wage l e v e l s i s ... l e s s than appears 
on the s u r f a c e , i t i s s t i l l very s u b s t a n t i a l . These wage 
differences, moreover, seem to be accentuated rather than o f f s e t 
by differences i n non-wage terms of employment. I t was noted ... 
that there i s a p o s i t i v e correlation between a plant's wage l e v e l 
and the s i z e of i t s supplementary or 'fringe' payments to 
workers. While conditions of work cannot be measured with the 
same precision, our v i s i t s to plants throughout the area l e f t a 
strong impression that the larger plants (which tend a l s o to be 
the high-wage plants) have better p h y s i c a l conditions than most 
of the s m a l l plants. The larger plants a l s o have more adequate 
personnel procedures and exercise greater care i n s e l e c t i o n and 
training of supervisors, though there may be some offset to t h i s 
i n the more informal atmosphere and closer personal relationships 
i n a s m a l l p l a n t . For the most p a r t , then, the companies which 
can a f f o r d a high wage l e v e l can a l s o a f f o r d to make the jobs 
pleasanter i n other ways." 
Economic theory i s predicated upon the notion of free choice whereupon 
people with d i f f e r i n g preferences or orientations w i l l s e l e c t those 
jobs most nearly s a t i s f y i n g i n d i v i d u a l wants or objectives. Where a 
job opportunity offers only some of a person's i d e a l s c a l e of wants, 
or where a job promises d e f i n i t e 'costs' i n the form of unpl e a s a n t 
attributes, then i t i s assumed a person would be prepared to weigh up 
the 'pros' and 'cons' of the a l t e r n a t i v e s on o f f e r and then make a 
s e l e c t i o n on the b a s i s of a tra d e - o f f ; a job u n a t t r a c t i v e on one 
dimension may be compensated for by o f f e r i n g v a l u e d rewards on 
another* So i t i s t h a t people working i n low paid firms may i n f a c t 
be as s a t i s f i e d as those working i n higher paid firms because the 
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former may be compensating for the difference i n pay by offering some 
p a r t i c u l a r l y valued non-monetary reward. Thus i t i s on t h i s view that 
the economist may assume t h a t i n d i v i d u a l s working i n a lower paid 
plant do so through choice. 
Such a theory has a resonance i n the s o c i o l o g i c a l work i n the mid-
S i x t i e s of Goldthorpe e t a l . Goldthorpe argued i n "The A f f l u e n t 
Worker^ t h a t when i t comes to e x p l a i n i n g the a c t u a l d i s t r i b u t i o n of 
people to jobs i n d i v i d u a l preference and s e l f - s e l e c t i o n has to be 
taken into account. People with s i m i l a r preferences, or orientations, 
would tend to end up a t the same jobs - i. e . those jobs o f f e r i n g the 
most desired returns. Thus, for example, people who were p a r t i c u l a r l y 
economically orientated would gra v i t a t e towards those jobs o f f e r i n g 
high monetary rewards, even i f i t i n v o l v e d the 'price' of other 
unattractive consequences. 
In Goldthorpe's sample i t was found t h a t s e m i - s k i l l e d workers were 
'trading o f f non-economic rewards, l i k e s o c i a b i l i t y , autonomy, s k i l l 
content, etc, for economic maximisation, the more so the more they had 
an instrumental economic orientation. Goldthorpe: 
"A majority of the machinists and assemblers have i n f a c t entered 
thei r present employment not for want of any r e a l a l t e r n a t i v e , 
but, r a t h e r , as the r e s u l t of some more-or-less c a l c u l a t e d 
decision; that they have i n e f f e c t chosen to abandon employments 
which could offer them some greater degree of i n t r i n s i c reward i n 
favour of work which e n a b l e s them to a c h i e v e a higher l e v e l of 
economic return." 
Under the r i g h t conditions, i t was s a i d , workers w i l l develop 
preferences over time and U6ing their discretionary powers of choice 
w i l l s e l f - s e l e c t those employments o f f e r i n g rewards most n e a r l y 
c o n g r u e n t w i t h t h e i r a s p i r a t i o n s . Thus p e o p l e w i t h s i m i l a r 
orientations w i l l compare the advantages and disadvantages of a range 
of o b j e c t i v e l y a v a i l a b l e jobs, make s i m i l a r choices, and end up at the 
same, or s i m i l a r , place of work to form an homogenous labour-force. 
Using a s i m i l a r ' t r a d e - o f f approach another ' S i x t i e s ' w r i t e r -
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Ingham - gave support to Goldthorpe's t h e s i s . I n h i s study Ingham 
found the following: 
18. 
People with what he c a l l e d a 'Non-Economic-Expressive* o r i e n t a t i o n 
round t h e i r way to the work environment th a t best a l l o w e d for the 
achievement of ' i n t r i n s i c ' work-rewards i.e. they f r e e l y chose to work 
i n s m a l l firms r a t h e r than l a r g e f i r m s . The s m a l l firms paid l e s s 
w e l l , but because of lower l e v e l s of bureaucratisation - allowing for 
more f l e x i b l e use of labour - greater variety within work r o l e s , and 
greater o p p o r t u n i t i e s for moral involvement - they were a t t r a c t i v e 
work-places to those who place l e s s importance on money rewards. 
People with an 'Economic Instrumental* orientation gravitated towards 
the high paying l a r g e f i r m s . These f i r m s deprived t h e i r workers of 
the rewards to be found i n the s m a l l e s t a b l i s h m e n t s but because the 
workers were r e l a t i v e l y i n d i f f e r e n t to non-economic rewards the 
economic incentive was s u f f i c i e n t to form bonds of attachment. 
V a r i a t i o n s i n o r i e n t a t i o n to work r e s u l t e d i n the workers making 
d i f f e r e n t types of choices i n t h e i r s e l e c t i o n of employment. The 
major i t y of the workers i n the la r g e p l a n t s had l e f t t h e i r p r evious 
employment because of what they considered to be poor pay and had 
chosen t h e i r p r esent o r g a n i s a t i o n s because of the high l e v e l of 
remuneration they o f f e r e d . On the other hand, the workers i n the 
small firms had given p r i o r i t y to non-economic factors i n their job 
choic e s . I t would appear, then, th a t there had been a tra d e - o f f and 
some degree of s e l f - s e l e c t i o n had taken place. 
Other writers have offered evidence that workers tend to r a t i o n a l l y 
weigh up the pros and cons of a job o f f e r , often expecting th a t 
c e r t a i n types of work g e n e r a l l y a s s o c i a t e d with undesirable 'costs' 
w i l l o f f e r compensatory rewards on other dimensions such as pay. 
Mann 1 0, for example, suggests th a t managements operating foundries, 
test-shops, paint-shops e t c - where work i s u n u s u a l l y noisy, d i r t y , 
not e t c - have to offer higher than average pay i f they are to a t t r a c t 
s u f f i c i e n t labour. Shift-work and assembly-line work may be further 
examples. R e y n o l d s 1 1 , i n h i s study i n N.E. America, found t h a t the 
amount of money workers expected v a r i e d with the degree of e f f o r t 
i n v o l v e d , the working c o n d i t i o n s , s a f e t y - h a z a r d s , degree of 
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r e s p o n s i b i l i t y e t c . A l s o , Blackburn and Mann found t h a t i n 
Peterborough men were prepared to s a c r i f i c e income for the high 
autonomy of 'outside' work. 
19. 
Thus i n s i t u a t i o n s l i k e the above we may expect workers with 
appropriate o r i e n t a t i o n s to ' t r a d e - o f f one type of b e n e f i t f or 
another. To the extent that one side of the balance i n v o l v e s the rate 
of pay then we might expect that as predicted by economic theory that 
where the public perceives certain jobs as i n f e r i o r , and where there 
i s a choice of other otherwise b e t t e r jobs, then i n order to a t t r a c t 
s u f f i c i e n t labour those i n f e r i o r jobs w i l l l i k e l y offer a compensatory 
higher rate of pay. Where, however, there i s high unemployment and/or 
there are s o c i a l b a r r i e r s r e s t r i c t i n g a l t e r n a t i v e choices then we 
might expect a tendency for compensatory d i f f e r e n t i a l s to break down. 
To the extent, then, that the opportunities for choice e x i s t we might 
expect that the forces of supply and demand w i l l tend, as predicted by 
'new' economic theory, to r e s u l t i n g e n e r a l l y p e r c e i v e d worse jobs 
o f f e r i n g a compensatory wage d i f f e r e n t i a l . But to the extent t h a t 
s o c i a l barriers operate to close off opportunities and r e s t r i c t choice 
we may expect the 'wage r a t e ' to l o s e i t s d i s t r i b u t o r y f unction. 
Economists u s u a l l y work from the assumption that perfect markets and 
competition are the 'normal' state of a f f a i r s to which the r e a l world 
would r e t u r n i f ' a r t i f i c i a l ' s t r u c t u r a l impediments were removed. 
Sociologists now generally argue that there i s no evidence that the 
'perfect' economic world ever e x i s t e d and t h a t i n f a c t the 'normal' 
s i t u a t i o n i s one of c l o s e d o p p o r t u n i t i e s and non-competing labour 
markets. J u s t as i n some circumstances wage d i f f e r e n t i a l s might 
r e f l e c t e q u a l i s i n g tendencies, i n other circumstances they might 
r e f l e c t structured inequality. 
The degree of o b j e c t i v e choice, and the ex t e n t to which a t r a d e - o f f 
must be faced, v a r i e s ; and i t tends to vary i n a systematic consistent 
fashion. Whilst Goldthorpe explained people's di s t r i b u t i o n to jobs i n 
terms of choices and t r a d e - o f f s , i t was a t the same time e x p l i c i t l y 
recognised t h a t (a) not everybody would be faced with the same 
options, such t h a t some would not e x e r c i s e choice through l a c k of 
a l t e r n a t i v e s and some would not e x e r c i s e choice through l a c k of 
necessity i.e. more than one objective could be achieved, by some, i n 
the same job, and (b) the general a v a i l a b i l i t y of jobs, and therefore 
options, would be se n s i t i v e to the general demand for labour. 
20. 
The n e c e s s i t y to make a choice on some dimensions was thought to be 
related to a person's position i n the hierarchy of s k i l l . 
Goldthorpe divided his sample into f i v e categories* 
1. Craftsmen - Highly S k i l l e d 
2. Setters - Relatively S k i l l e d 
3. Process Workers - ) 
4. Machinists - ) Semi-skilled 
5. Assemblers - ) 
* These categories correspond c l o s e l y to those we have used throughout 
th i s t h e s i s * 
The more s k i l l e d you were the l e s s l i k e l y you would have to consider 
s a c r i f i c i n g 'job i n t e r e s t ' f o r 'high pay' or v i c e - v e r s a . This point 
Goldthorpe made i n 'The Affluent Worker* on page 25: 
"The r e l a t i v e l y high job s a t i s f a c t i o n of the Setters i s then to 
be understood as a r e s u l t of the i r having been promoted from the 
ranks of the s e m i - s k i l l e d - whose ex p e c t a t i o n s regarding work 
they presumably once shared - into jobs which are more d i r e c t l y 
rewarding as we 11 as being b e t t e r p a i d t h i s upgrading has 
meant not o n l y a higher r a t e of pay but, a t the same time, more 
opportunity for these men to s a t i s f y e x p r e s s i v e needs - to use 
s k i l l s , exercise i n i t i a t i v e , and so on ... - i n a way which their 
previous jobs did not permit." 
and also on page 142: 
"Both promotion and self-employment did have some strong 
a t t r a c t i o n for a number of men, notably as a p o s s i b l e means of 
escaping from a s i t u a t i o n i n which they were a b l e to gain high 
l e v e l economic rewards from t h e i r work on l y a t the cost of 
s a c r i f i c i n g more d i r e c t s a t i s f a c t i o n . " 
21. 
Ingham, a l s o , noted t h a t those lower down the s k i l l h i e r a r c h y were 
more l i k e l y to be faced with an objective choice. Ingham page 127-8: 
"We have seen t h a t one group of workers have tended to define 
'adequate' pay at a r e l a t i v e l y low l e v e l i n order to gain some of 
the non-economic rewards to be found i n s m a l l firms. On the 
other hand, other workers have chosen to pursue high earnings 
almost e x c l u s i v e l y . T h i s c o n t r a s t i s most marked between the 
s e m i - s k i l l e d workers i n the sample. S k i l l e d workers can u s u a l l y 
combine f a i r l y complex work and high.pay; but high pay i n semi-
s k i l l e d work u s u a l l y i n v o l v e s monotonous or p h y s i c a l l y arduous 
a c t i v i t y . To be sure, the s k i l l e d workers i n t h i s study exhibit 
differences i n the i r l e v e l s of economism and instrumentalism but 
t h e i r work s i t u a t i o n s are more s i m i l a r than those of the 
respective s e m i - s k i l l e d groups. In other words, the a l t e r n a t i v e s 
i n v o l v e d i n t h e i r choice of employment did not form the sharp 
dilemma faced by the s e m i - s k i l l e d man." 
Blackburn and Mann, moreover, found that any opportunities to exercise 
choice and trade off the costs and benefits of a l t e r n a t i v e jobs "were 
s e t w i t h i n the context of a predominantly h i e r a r c h i c a l l y ordered 
labour market" i . e . jobs which seemed to be b e t t e r than most on one 
c h a r a c t e r i s t i c tended to be b e t t e r on others. Any t r a d e - o f f , t h e i r 
evidence showed, they said, took place amongst the u n s k i l l e d and semi-
s k i l l e d section of manual workers. I t was not possible to trade off 
rewards (including wages) for a s k i l l e d job. The more s k i l f u l jobs, 
they found, tended to be s i t u a t e d a t the top of i n t e r n a l labour 
markets and, a t the same time, these jobs tended to be better paid. 
Thus the only way to obtain a job t h a t was b e t t e r a l l round, they 
found, was to wait to be i n t e r n a l l y promoted. 
I t would seem, then, t h a t jobs t h a t o f f e r both good pay and high 
i n t e r e s t are o n l y l i k e l y to be obtained a t higher s k i l l l e v e l s . A 
worker who i s p a r t i c u l a r l y motivated, to seek high wages, however, can 
e i t h e r t r y and r i s e to higher l e v e l s , or, move l a t e r a l l y as i t were 
and take a job that may be i n t r i n s i c a l l y poor but with high economic 
compensation. 
Thus, i t would appear to f o l l o w , t h a t men w i l l f o l l o w d i f f e r e n t 
strategies according to both the i r p a r t i c u l a r aims and the objective 
p o s s i b i l i t i e s . 
Although i t was the case i n Goldthorpe's sample that i t was possible 
to a t t a i n the objective of higher earnings by waiting to be promoted, 
few men, i n the s e m i - s k i l l e d s i t u a t i o n , i n f a c t thought t h i s to be a 
r e a l i s t i c p o s s i b i l i t y . Thus, these men were attached to t h e i r f i r m 
primarily because within the range of jobs a v a i l a b l e to them t h i s firm 
for the time being was offering the highest returns on the reward that 
was most v a l u e d (i.e. i n t h i s case 'income'); and w h i l s t the high 
economic motivation p r e v a i l e d and w h i l s t the d i f f e r e n t i a l (on t h i s 
p a r t i c u l a r reward) between t h i s employment and a l t e r n a t i v e perceived 
employment was high, then the men would be h i g h l y attached to t h e i r 
present employment. 
I f a person f o l l o w i n g a ' t r a d e - o f f s t r a t e g y can become h i g h l y 
attached to one p a r t i c u l a r employment so can someone f o l l o w i n g a 
'promotion' strategy. 
Mann, pointed out that i t was not always possible for a person doing a 
job i n one f i r m to change and move to a comparable job, a t a 
comparable h i e r a r c h i c a l l e v e l , i n another firm - even i f the l a t t e r 
job should become vacant; t h i s was because of the e x i s t e n c e of job 
structures i n t e r n a l to employing organisations. As Mann put i t : 
"Jobs w i t h i n o r g a n i s a t i o n s i n the broad band of u n s k i l l e d and 
s e m i - s k i l l e d o c c u p a t i o n s (and sometimes w i t h i n s k i l l e d 
occupations as w e l l ) are normally organised into an organisation 
hierarchy i n which the higher positions are f i l l e d by workers who 
have p r e v i o u s l y worked i n lower p o s i t i o n s often promotion 
depends on how long you have been with the firm." 
Reynolds said that i n his study the practice of i n t e r n a l recruitment 
was widespread and t h a t i t was w i d e l y f e l t by workers t h a t the best 
s t r a t e g y was to s t a y with one company where there was a chance of 
upward movement. L e a v i n g the Company was a r i s k y b u s i n e s s , 
p a r t i c u l a r l y for the older men and/or those with j o b - s p e c i f i c s k i l l s , 
e s p e c i a l l y in view of the p r e v a i l i n g custom of h i r i n g workers for the 
lowest jobs only. Reynolds b e l i e v e d t h a t l e s s than 20% had a 
propensity to move. 
23. 
Strong support f or the p e r v a s i v e n e s s of i n t e r n a l labour markets i n 
America came from Doeringer who demonstrated i n h i s study of 24 U.S. 
manufacturing p l a n t s t h a t i n t e r n a l labour markets were e x e r t i n g a 
strong influence on entry and that consequently a change of employers 
might t y p i c a l l y mean a retrogression on the occupational s c a l e . Thus 
every worker except the very newest might possibly have something to 
lose by changing jobs. 
I n Mann's study of a company r e l o c a t i n g some of i t s workers from 
Birmingham to Banbury he came to the following conclusion: 
"In t h e i r comparisons between the company and the e x t e r n a l 
labour-market, most of the workers could see that i n the i n t e r n a l 
labour market they had reached a h i e r a r c h i c a l l e v e l above that 
a v a i l a b l e to them outside the company. I f they l e f t the company 
they did not envisage themselves 'trading-off' the costs and 
benefits of 'Birds' versus a l t e r n a t i v e employment, but f a l l i n g 
down the h i e r a r c h y wages, s e c u r i t y , and s t a t u s seemed to 
them to be d i s t r i b u t e d h i e r a r c h i c a l l y both w i t h i n Birds and 
between Birds and other firms." 
The e f f e c t s of the i n t e r n a l labour market were such that workers near 
the top of the hierarchy could not consider choosing to go to a job at 
a s i m i l a r l e v e l i n a d i f f e r e n t firm. I f they wanted to continue to 
receive the l e v e l of benefits they were receiving from their present 
job i t was necessary to stay with th e i r present firms. Thus, i f they 
were highly economically motivated, for example, and changing firms 
would mean a drop down the h i e r a r c h y and/or a drop i n pay, then we 
might expect them to make a r a t i o n a l decision to stay where they were 
with their present company. 
Mann found that people who by the above argument had most to lose by 
dropping down the hierarchy were i n f a c t the ones who stayed with the 
firm and moved with i t from Birmingham to Banbury. 
Thus the greater the extent that firms are i n t e r n a l l y s t r a t i f i e d and 
differentiated and the l e s s the extent that jobs on a s i m i l i a r l e v e l 
elsewhere are d i r e c t l y open to outsiders from the external market the 
more the worker who i s above the bottom rung i s l i k e l y to become 
dependent on h i s present employment - g i v e n t h a t h i s wants and 
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expectations from work have not changed. 
So movements up and down h i e r a r c h i e s and r e l a t i v e p o s i t i o n s i n 
h i e r a r c h y are as important a f a c t o r i n labour d i s t r i b u t i o n as i s 
l a t e r a l movement and the eff e c t s of compensatory trade-off mechanisms. 
Gaining a c c e s s to a h i e r a r c h y or job ladder could be a c r u c i a l 
determinant of a person's l i f e chances; to the extent t h a t people 
would be excluded from such o p p o r t u n i t i e s , of course, then a 
s i g n i f i c a n t d i v i s i o n i n a 'perfect' labour market occurs; excluded 
from certain, possibly better, positons some people would not have the 
luxury of choosing not to accept the worse jobs; t h i s could a f f e c t the 
need for such jobs to pay a 'compensatory' wage d i f f e r e n t i a l . 
The g r e a t e r the extent t h a t job o p p o r t u n i t i e s are s y s t e m a t i c a l l y 
c l o s e d o f f to some and/or 'reserved' f o r others, then the l e s s 
e f f e c t i v e can a wage l e v e l be as a general d i s t r i b u t o r of labour. 
Economic theory can s t i l l be applicable i n those areas where there i s 
an open market and movement of labour, but the greater the extent that 
markets are segmented and s t r a t i f i e d then the l e s s the extent t h a t 
variations i n non-wage benefits are l i k e l y to be compensated for by 
appropriate monetary d i f f e r e n t i a l s . 
Once i t was a c c e p t e d t h a t l a b o u r markets are s y s t e m a t i c a l l y 
s t r u c t u r a l l y d i v i d e d , and t h a t these d i v i s i o n s are 'normal 1, then 
a t t e n t i o n was turned onto the nature and determinants of these 
d i v i s i o n s . 
Dual Labour Market Theory 
In recent years there have been attempts to combine the phenomena of 
d i f f e r e n t i a l l y o r i e n t e d work-forces, the e f f e c t s of l a t e r a l and 
h i e r a r c h i c a l segmentation, and the existence of a c t i v e i n t e r n a l labour 
markets, through the p e r s p e c t i v e of a range of approaches which 
c o l l e c t i v e l y have come to be known as Dual Labour Market Theory. 
The b a s i s of t h i s view i s tha t the labour market i s s t r u c t u r a l l y 
b i s e c t e d i n t o 'good' and 'bad' jobs, and t h a t the labour f o r c e i s 
correspondingly divided into those who are r e s t r i c t e d to the sector 
with the worse jobs and those who have access to the better jobs. 
25. 
The authors most w e l l known for developing D.L.M.T. are Doeringer and 
P i o r e 1 3 . They d e s c r i b e the jobs i n the 'good* (or Primary) se c t o r as 
possessing the following c h a r a c t e r i s t i c s : 
1. Relatively high wages 
2. Comparatively good working conditions 
3. Employment s t a b i l i t y 
4. Chances of advancement 
5. Equity and due process i n the administration of work rules 
6. P o s s i b i l i t i e s for t r a i n i n g 
Jobs i n the 'bad' (or Secondary) s e c t o r are thought of as having the 
opposite c h a r a c t e r i s t i c s ; but i t i s the opposite to (3) above, i.e. 
High Labour Turnover, t h a t Ooeringer c o n s i d e r s "may be taken as the 
s a l i e n t c h a r a c t e r i s t i c of the Secondary market". 
Jobs i n the 'Primary' sector are thought to be attached to structured 
h i e r a r c h i c a l i n t e r n a l labour markets to which Secondary se c t o r job 
occupants are denied access. 
There has been no o v e r a l l concensus on the exact nature of 'dualism' 
nor the rati o n a l e and processes involved i n i t s creation; however, at 
r i s k of simply reproducing i n c o n s i s t e n c i e s and p o r t r a y i n g a l l 
p o s i t i o n s i n a d e q u a t e l y we w i l l s e t out what we hope i s a reasonably 
coherent description of what we take to be the crux of most arguments. 
Large c a p i t a l i n tensive m o n o p o l i s t i c firms face problems of coping 
with the e f f e c t s of changing product demands on the i r technological 
and labour requirements - whether due to o v e r a l l demand deficiency or 
s i m p l y changes i n consumer t a s t e . As a consequence, i t i s argued, 
many organisations purposively organise their production i n such a way 
that fluctuations i n product demand can be accommodated, and expensive 
c a p i t a l equipment used to f u l l capacity, by confining adjustments to 
s p e c i f i c 'least cost' areas. That i s to say, certain workers w i l l be 
recognised as marginal and dispensable and treated i n a separate and 
q u a l i t a t i v e l y d i f f e r e n t way to the r e s t of the work-force. Such 
marginal workers may be confined to c e r t a i n s e c t i o n s , working l e s s 
costly fixed equipment, working on batch work. 
26. 
A l t e r n a t i v e l y , and perhaps more t y p i c a l l y , the monopolistic company 
may minimise i t s r i s k by sub-contracting i t s smaller orders - or work 
threatened by sudden changes i n consumer taste - to small s a t e l l i t e 
firms, firms located i n much more competitive markets. The large firm 
comes to r e l y on i t s dependent s a t e l l i t e as a ' l e a s t - c o s t ' s a f e t y 
valve. The s m a l l firms are given orders as demand increases and the 
opposite as demand drops. Correspondingly, the s m a l l firms take on 
'temporary' labour to cope with sudden orders and then j u s t as 
suddenly reduce t h e i r labour f o r c e as work drops o f f . I n t h i s way 
f l e x i b i l i t y i s introduced into the system.• 
I n t h i s way c e r t a i n employees are confined t o those areas where 
i n s t a b i l i t y i s l e s s c o s t l y to the dominant firm. These marginal 
workers are the Secondary workers. I t would not be a prime objective 
of a management to r e t a i n t h e s e men and r e d u c e t u r n o v e r . 
Consequently, i n this Secondary sector, where incentives to s t a b i l i t y 
are not necessary, wages remain low, s e c u r i t y of employment i s not 
assured, and promotion prospects are few. 
At the same time t h a t Secondary workers are m a r g i n a l i s e d i n t o 'bad' 
jobs, the monopolistic employers w i l l try to ensure that certain key 
workers are r e t a i n e d - i n 'good' jobs attached to i n t e r n a l labour 
markets. These are 'Primary' workers and are thought t y p i c a l l y to be 
found i n large employing organisations. 
Where a large amount of c a p i t a l i s invested i n a plant, such that i t 
i s - or p a r t s of i t are - l a r g e l y automated (and/or a continuous 
process p l a n t ) - then the e f f e c t s of work shortages, or worker 
mistakes, s t r i k e s , or absences, can be very damaging. Where t h i s i s 
the case, i t i s argued, managements w i l l wish to ensure on the one 
hand t h a t workers are steady (i.e. not prone to moving jobs -
'chopping and changing'), r e s p o n s i b l e (i.e. w i l l r e s p e c t and look 
a f t e r the expensive machinery), and, p o s s i b l y , not prone to t a k i n g 
sudden s t r i k e action. 
The men attached to the i n t e r n a l labour markets i n the Primary sector 
are men who i n keeping with the nature of the advanced technology are 
not t r a d i t i o n a l craftsmen. Modern s p e c i a l i s e d equipment needs not 
conventional general s k i l l s but simply p a r t i c u l a r experience. The 
technological trend towards the replacement of craftsmen with various 
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forme of u n s k i l l e d and semi-skilled workenswho work with the a i d of 
s p e c i a l i s e d machinery r e s u l t s i n a need for men with sp e c i a l 'narrow' 
s k i l l s , highly s p e c i f i c to the context i n which they are acquired. 
This tendency for s k i l l s to be 'plant s p e c i f i c ' and the shortage of 
men with adequate experience and knowledge on the external market 
increases t h e i r value to the employer. Replacing such workers can be 
c o s t l y . 
Much of the cost and uncertainty of taking on new workers i s avoided 
by recruitment from within the Company. I n t e r n a l recruitment i s a 
quioker, e a s i e r , cheaper, and more r e l i a b l e method, mainly because the 
possible candidates are already known through personal supervisory 
knowledge and formal records. At the same time, the potential 
candidates already know what the job involves and whether i t i s l i k e l y 
to s u i t them. Consequently, time and expense 1B saved. 
For these reasons - B k i l l s p e c i f i c i t y , the need to keep expensive 
plant running continually, the cost of specialised recruitment, etc -
the employer r e t a i n s h i s 'Primary' workforce by promoting them through 
more and more spe c i a l i s e d jobs. Thus these key workers are offered 
the chance of advancement. At the same time they may be given security, 
an earnings and status d i f f e r e n t i a l , and, possibly, the tying of things 
l i k e sickness pay, holiday pay, and pensions, to length of service. 
I n t h i s way, by creating a structured i n t e r n a l market with an 
appropriate promotion policy, with a corresponding system of 
h i e r a r c h i c a l l y arranged rewards, the turnover of key personnel i n t h i B 
Primary sector may be reduced. 
At the same time the employer may t r y to concentrate any l a y - o f f s i n 
areas where l e a s t damage could be caused. Thus whereas the employer 
may t r y to hang on to key workers through a recession and wait for a 
return i n demand, he may decide that l e s s important replaceable 
'Secondary' workers could be paid off. I n t h i s way a d e f i n i t e 
d i v i s i o n between r e l a t i v e l y secure high waged Primary workers and 
insecure low waged Secondary workers may a r i s e . 
'Greater turnover' i s considered to be the most s a l i e n t distinguishing 
c h a r a c t e r i s t i c of Secondary workers, a d i s t i n c t i o n that i s thought to 
l a r g e l y follow from the type of jobs on which they are employed rather 
than be a consequence of some inherent human personality t r a i t 
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inducing i n s t a b i l i t y . Because of the opportunity structure provided 
f o r them Primary workers w i l l tend to progress up an i n t e r n a l 
promotion ladder, w i l l e x hibit low rates of mo b i l i t y between 
employers, and w i l l experience l i t t l e unemployment; t y p i c a l l y , then* 
Primary workers w i l l e x hibit long term s t a b i l i t y with a tendency to 
move upwards i n the same organisation to Jobs requiring higher s k i l l 
levels and o f f e r i n g greater rewards. Secondary workers, i n contrast, 
with l i t t l e i n t e r n a l opportunities f o r promotion, and only a tenuous 
hold on t h e i r jobs, are characterised by frequent change8 of employer 
and high levels o f unemployment; workers move between jobs of broadly 
s i m i l a r status, s k i l l l e v e l , and reward l e v e l ; both involuntary and 
voluntary changes i n jobs are much more frequent. 
For N o r r i s ^ , a p a r t i c u l a r l y s i g n i f i c a n t element i n the process of 
segmentation i s involuntary unemployment. The experience o f 
unemployment has an effe c t i v e influence on who ends up i n which job, 
and whether that job i s l i k e l y to be a stable one. Of p a r t i c u l a r 
significance i s thought to be the established f a c t that people who 
have suffered one bout o f unemployment are much more l i k e l y 
s t a t i s t i c a l l y to suffer f u r t h e r bouts than those who have never 
suffered any at a l l . This phenomenon of re-current unemployment i s 
thought to be, at least i n part, a consequence of the prevalence of 
the redundancy rule3 ' l a s t - i n , f i r s t - o u t ' . 
Once a person has acquired a his t o r y of i r r e g u l a r employment and 
recurrent unemployment, i t i s argued, he w i l l f i n d i t increasingly 
d i f f i c u l t to establish f o r himself a secure reasonable job given the 
recruitment preferences of many or most Primary employers f o r men with 
evidence of long term commitment to one job or one employer. Thus 
cert a i n groups may be excluded from Primary employment because they 
appear to be 'unstable characters'. Thereby they are r e s t r i c t e d to 
the Secondary sector, experience of which on the one hand i s l i k e l y to 
increase a person's involuntary unemployment through being 
'dispensable', and on the other hand encourage voluntary job change 
because of the nature of the jobs and opportunity structures. Thus 
secondary workers demonstrate to potential Primary employers that they 
are unstable types, and the cycle re-occurs. 
I n t h i s way, by i d e n t i f y i n g l i k e l y stable and unstable types, 
employers e f f e c t by t h e i r recruitment practices the dual segregation. 
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Where there i s l i m i t e d information about p o t e n t i a l job applicants i t 
i s thought that employers might make use of r e l a t i v e l y v i s i b l e 
i n d i v i d u a l characteristics which are thought to correlate highly with 
the q u a l i t i e s of r e l i a b i l i t y and s t a b i l i t y . Thus an employer may use 
'screening devices' which tend to discriminate against women, youths, 
r a c i a l and ethnic groups, with the consequence that the better, 
Primary jobs should be f i l l e d by r e l a t i v e l y older, native-born, white 
married males. 
So whereas the stable employed men may wel l be climbing away from an 
insecure Secondary sector i n t o more secure and higher s k i l l e d 
employment, the re-current unemployed, the multiple job changers, and 
those of the 'wrong' sex, colour, marital status, or age, may be 
forced t o take jobs which do not o f f e r such opportunities f o r upward 
movement. Thus they may be confined to the Secondary sector. 
By t h i s means, not only i s the market 'objectively' bisected i n t o 
'good' and 'bad' sectors but the labour force i s correspondingly 
segmented i n t o 'Primary' and 'Secondary' workers, r e s t r i c t e d to the 
appropriate parts o f the market. 
Empirical evidence f o r the existence of some kind of labour market 
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segmentation comes from Blackburn and Mann ; they reported that 
female manual workers i n Peterborough were segregated i n both 
production and the labour market from male workers: 
"They were almost never interchangeable", Blackburn and Mann said, 
"and the employment conditions of women are considerably worse; 
women use even more debased job s k i l l s , receive lower wages, and 
are la r g e l y denied access to i n t e r n a l labour markets".... "the 
in t e r n a l market", they claimed, "exists on the backs of a 
secondary labour force, and i n t h i s country that means largely 
on the backs of women." 
Further evidence of some kind o f 'Primary/'Secondary' d i v i s i o n came 
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from CaBtles and Eosacks. ' Writing i n 1970 they said: 
"Immigrant workers i n France, Germany, Switzerland and B r i t a i n , 
are usually employed i n occupations rejected by indigenous 
workers. I n a s i t u a t i o n of f u l l employment the nationals of the 
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countries concerned here take advantage of opportunities f o r 
moving i n t o better paying more pleasant jobs, usually i n the 
white-collared or s k i l l e d manual sectors. The immigrants have 
been l e f t w ith the jobs deserted by others. Typically, such jobs 
o f f e r low pay, poor working conditions, l i t t l e security, and 
i n f e r i o r social status." 
B n p i r i c a l support f o r the notion that 'dualism 1, as measured by 
i n s t a b i l i t y , may follow lines of d i v i s i o n between b i g and small firms 
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came from Curran and Stanworth who found i n t h e i r study that small 
f i r m workers showed greater employment i n s t a b i l i t y ( i e more job 
changes over a given period) than large f i r m workers, regardless of 
industry; they came to the conclusion that "small and large f i r m 
workers should be seen as two d i s t i n c t , a l b e i t overlapping, groupings 
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w i t h d i f f e r e n t market situations". Norris, at the same time, gave 
empirical support to the view that on the dimension of i n s t a b i l i t y 
s i g n i f i c a n t labour-market differences could occur w i t h i n firms. 
There i s c l e a r l y evidence that some kind o f structured d i v i s i o n of the 
labour market serves to channel people to 'better 1 or 'worse' jobs. 
However, w i t h i n the general arena of the debate on labour market 
segmentation a number of cri t i c i s m s of Dual Labour Market Theory have 
been voiced. These cr i t i c i s m s can be broadly divided i n t o those that 
disagree fundamentally w i t h the nature and determinants o f labour 
market div i s i o n s , and those that whilst accepting the usefulness of 
some of the insights provided by D.L.M.T. would l i k e to see some 
amendments. 
The main source of c r i t i c i s m (within Sociology) i n the f i r s t category 
i s a school (or largely American) thought adhering to what has come to 
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be known as 'Radical' theory. This school questions the dominant 
emphasis placed by D.L.M.T. on the influence of economic and 
technological factors i n bringing about segregation. The Radicals 
argue that the present s t r u c t u r a l labour market divisions are largely 
to be explained by recourse to the h i s t o r i c a l process whereby 
c a p i t a l i s t s as a class consciously, and successfully, overcame the 
formation of a h o s t i l e proletarian class consciousness through the 
creation of an ' a r t i f i c i a l ' d i v i s i o n of in t e r e s t s . Thus, i t i s 
claimed, recognising the potential threat of a united p r o l e t a r i a t 
c a p i t a l i s t s resorted t o the time-honoured strategy of 'divide and 
rule 1, and set about s t r a t i f y i n g and segmenting the labour force. 
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Blacks were divided from whites, women from men, etc. Consequently, 
those members of the p r o l e t a r i a t situated at the foot of the 
s t r a t i f i c a t i o n created by the Introduction of ' a r t i f i c i a l ' promotion 
structures no longer had common int e r e s t or common i d e n t i f i c a t i o n with 
those at the top. Thus the p o t e n t i a l i t y of an increasingly de-skilied 
class conscious homogeneous labour force was e f f e c t i v e l y thwarted. 
The Radical view, therefore, w h i l s t agreeing w i t h D.L.M.T. that there 
i s a s i g n i f i c a n t d i v i s i o n between a stable and unstable sector 
r e s u l t i n g from the needs of capitalism to have on the one hand a 
stable labour force f o r the e f f i o i e n t functioning of complex 
technology, and on the other hand a marginal workforce to respond to 
fluctuations I n demand, also argued that there were fu r t h e r c r u c i a l 
sub-divisions both w i t h i n and across these sectors created purposively 
to divide the Working Class. Those hierarchical job structures 
explained i n D.L.M.T. as being largely a consequence of economic and 
technological factors were i n Radical theory seen as a r t i f i c i a l 
creations of a C a p i t a l i s t class that needed to exert i t s control. The 
need to c o n t r o l , therefore, i s the main p r i n c i p l e involved and not the 
need to produce e f f i c i e n t l y and at a p r o f i t . 
I n response, i t has been argued that the i n d i v i d u a l employer's primary 
objective i s to produce and s e l l at a p r o f i t and not to act as 
representative of a co l l e c t i v e c a p i t a l i s t class consciousness bent on 
destroying the social and p o l i t i c a l cohesiveness of an 
undifferentiated p r o l e t a r i a t . Thus of more importance "to the in d i v i d u a l 
c a p i t a l i s t - and of more relevance to labour market structuring - are 
the much more pragmatic day to day considerations of organising 
production i n response to market, technological, and trade union 
pressure. 
I t i s decisions and actions taken i n response to these p a r t i c u l a r 
pressures that are the main determinants of employment structures. I t 
may well be, t h i s argument goes, that sections of the workforce may be 
treated p r e f e r e n t i a l l y I n regard to earnings i n order to reduce the 
threat of c o l l e c t i v e s t r i k e action, or to defeat strikes already i n 
progress; but t h i s i s not the same as the creation of a structured 
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i n t e r n a l market. According to Barron and Norris : 
"Creating a structured i n t e r n a l market as opposed to an i n t e r n a l l y 
h i e r a r c h i c a l l y arranged system of rewards with no corresponding 
i n t e r n a l promotion p o l i c y results from a concern to reduce labour 
turnover rates and not from a reaction to demands f o r improved pay 
and conditions ... The i n t e r n a l labour market with an i n t e r n a l 
promotion policy i s designed to reduce turnover and not to buy o f f 
workers' demands." 
Another c r i t i c i s m of D.L.M.T. made, normally, by those more 
sympathetic to the basic arguments of Dualism, i s that i n s u f f i c i e n t 
weight 1B given to the active influence of trade unions. Although 
implied i n Doeringer's w r i t i n g i s a recognition that organised labour 
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can have a determinate e f f e c t , the effect i s not thought to be 
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one of great importance. Some writers see t h i s as a major defect of 
2^  
the theory. Rubery sees i t as a defect of both D.L.M.T. and Radical 
Theory - the l a t t e r i s c r i t i c i s e d because s t r a t i f i c a t i o n i s said to 
take place as a consequence of the employer's response to the threat 
of worker c o l l e c t i v e action and not a consequence of any involvement 
on the part of trade unions. 
I t would seem trade unions can have a very s i g n i f i c a n t influence on a 
firm's a l l o c a t i v e structure. Union pressure, for example, can 
e f f e c t i v e l y r e s t r i c t the number of ports of entry to a plant by 
negotiating an agreement that management advertise jobs i n t e r n a l l y 'on 
the board' prior to resorting to recruitment on the external market. 
Unions can also influence the rules for lay-offs and redundancies by 
negotiating an agreement, for example, that the ' l a s t - i n ' should be 
' f i r s t - o u t ' , or that 'voluntary' redundancies should take precedence. 
Unions also can impose l i m i t s on the length and characters of jot 
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ladders - thus a study by Mackay of the B r i t i s h Engineering industry, 
found that i n one geographical area they studied recruitment to 
positions at the top of the manual s k i l l hierarchy was almost e n t i r e l y 
from apprentices trained i n the firm or from already trained men who 
were i n the external market; these r e s t r i c t i o n s on the sources of 
r e c r u i t s f o r these positions created a boundary above which i n t e r n a l 
r e c r u i t s taken i n at the semi-skilled or unskilled l e v e l could not 
r * s e ; the degree of openness of t r a d i t i o n a l c r a f t positions to 
'dilutee' men may vary according to overall demand and scarcity of 
time-served s k i l l s , w ith the consequence that dilutee s k i l l s acquired 
during a period of high demand, when competitive threat to established 
time-served tradesmen may be small, may lose t h e i r 'general' market 
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value on the onset of recession and the Introduction of new c r a f t 
r e s t r i c t i o n s ; at the same time 'dilutees' might he f u r t h e r excluded by 
the actions of management i n p r e f e r r i n g to have time-served men at a 
time when they can 'pick and choose*. Unions, or sections of unions, 
dominated by unskilled or semi-skilled men may themselves pressurise 
managements to create structured rule-bound job ladders, and 
accompanying formal q u a l i f i c a t i o n s of job entitlement, i n order to 
create a 'professional' d i f f e r e n t i a t i o n from unskilled men proper and 
thereby reduce po t e n t i a l competition. Rubery goes fur t h e r and 
suggests that the existence of a highly d i f f e r e n t i a t e d rule bound job 
structure i s c r u c i a l to the a b i l i t y of a union to exert i t s control 
and press forward i t s objectives: 
"The existence of a structured labour force, where jobs are 
s t r i c t l y defined, and workers are not interchangeable, provides a 
bargaining base for labour against management's attempts to 
increase productivity and introduce new technology. Changes i n 
job ladders, s k i l l demarcations, and the pace of work, become 
areas f o r bargaining, whereas a hosri£«»neouc labour force, 
interchangeable i n function, would lay i t s e l f open not only to 
competition from the external market but also to f u r t h e r declines 
i n workers' control of production and continuous undermining of 
bargaining power. Divisions by custom, rule, and status are 
e s s e n t i a l parts of any union's bargaining strength." 
The simple dichotomy of a single Primary and single Secondary sector 
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has been disputed. Norris, r e f e r r i n g to h i s own work i n Sunderland, 
wrote: 
"The notion of two labour markets i s c l e a r l y an over-
s i m p l i f i c a t i o n . The data quoted for Sunderland seems to 
reveal at l e a s t ^ sectors, the non-manual sector, the s k i l l e d 
and semi-skilled manual, and the u n s k i l l e d manual, within 
the male labour market alone." 
Moreover, at the same time as disputing the notion of there being only 
two c l e a r l y distinguishable market sectors - i d e n t i f i e d by s k i l l 
l e v e l , pay, fringe benefits, working conditions, insecurity etc -
Norris also claimed the s i g n i f i c a n t f i n d i n g that movement between 
sectors occurs. Thus, one consequence, f o r example, was that men whom 
Norris i d e n t i f i e d as having 'Primary' work h i s t o r i e s - men who i n the 
3U. 
l a s t f i v e years had had only one or two occupations and one or two 
employers - were not necessarily currently i n Primary type employment; 
some had recently ' f a l l e n ' from a long term stable job, thanks to 
redundancy or i l l health, i n t o worse lesser paid employment. 
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Consequently, Norris concludes: 
"The notion of two completely segregated labour markets with no 
int e r s e c t o r a l m o b i l i t y seems to be something of an over-
s i m p l i f i c a t i o n . The data suggests a picture of two r e l a t i v e l y 
segregated markets but where worker flows between the two do 
occur, p a r t i c u l a r l y from the Primary sector in t o the Secondary 
sector. 1 1 
Other writers have also c r i t i c i s e d the simple two-sector model. One 
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i n p a r t i c u l a r , Sengenberger, suggests the dualist structure should 
be amended to a t r i - p a r t i t e segmentation. The three segments are 
divided and characterised thus: 
1. Everyman's Market; 
These are more-or-less equivalent to the Secondary markets i n the 
terminology of the Dual Labour Market Theory. The jobs i n 
question require v i r t u a l l y no special training. The costs for 
recruitment, t r a i n i n g and wages, incurred by the employer are 
t y p i c a l l y low. There are many potential competitors, for these 
jobs. Recruitment and discharge decisions are mainly guided by 
short term considerations. These jobs are very insecure. 
2. Marketfor Men with General Occupational Qualifications: 
This i s occupied by men who are vocationally or professionally 
q u a l i f i e d workers who may have a s k i l l which i s r e l a t i v e l y scarce 
and i n demand and who may be able to choose or move between jobs. 
These s k i l l s are generally applicable to a var i e t y of contexts 
and employments and so contrast with the next category where jobs 
tend to be plant specific. 
3. Market f o r Corporation-Specific Qualifications: 
This market i s occupied by personnel trained f o r the specific purposes 
of a corporation or plant. This t r a i n i n g can involve high human 
ca p i t a l investment f o r the employer but i t tends to bind the worker 
to h i s f i r m as any m o b i l i t y might mean a t o t a l loss of q u a l i f i c a t i o n . 
Segments (1) and (3) roughly correspond with the Secondary and Primary 
markets of Dual Labour Market Theory. The s i g n i f i c a n t addition i s 
segment (2) where men with generally applicable s k i l l s are singled out 
as having a peculiarly d i f f e r e n t market s i t u a t i o n . 
29 
Gordon et a l make a broadly s i m i l a r point when they t a l k about 
Subordinate Primary Workers and Independent Primary Workers. The 
former do routinised r e p e t i t i v e work and tend to be t i e d to a single 
employer; the l a t t e r have general s k i l l s applicable to a v a r i e t y of 
contexts and therefore tend to have experience with more employers. 
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Kreckel refers to other attempts to amend dualist theory iriciudir:.:;-
suggestion by German sc i e n t i s t s that the d i f f e r e n t i a t i o n between 
'general' s k i l l s and plant-specific s k i l l s i s too stark and that there 
should be recognition of the fact that there are people who occupy 
intermediate status - with declining general s k i l l s which have not yet 
quite declined to the extent of being t o t a l l y plant specific; they 
also suggest distinguishing between men with plant specific ' s k i l l s ' -
i e having acquired a specific knowledge or c r a f t - and those who 
have no ' s k i l l s ' as such but operate plant specific equipment. 
Conclusion 
The 'Labour Market' i s a r e l a t i v e l y new focus of empirical research -
t h i s despite i t s long h i s t o r y as a s i g n i f i c a n t conceptual component of 
economic theory. Most empirical research that has been carried out 
seems mainly to have simply thrown more doubt on the adequacy of 
e x i s t i n g concepts, w i t h the consequence that established b e l i e f s have 
been undermined; but no clear sound theory has yet emerged from out 
of the f l u x . 
I t i s now generally agreed that labour markets are much more 
complicated phenomena than was assumed to be the case by the c l a s s i c a l 
\ 
economists. At the same time there i s s t i l l considerable disagreement 
about the mechanisms involved i n labour d i s t r i b u t i o n , about the nature 
of s t r u c t u r a l organisation, about the main principles serving to order 
the market, and even about whether much sense can be made out of the 
whole process at a l l - especially on the part of the labour market 
participants themselves. 
I n t h i s chapter we have presented the ideas which we think form the 
main f o c i of discussion and from which new perspectives and theories 
may be expected to develop. Certainly they- form the background 
against which t h i s research was carried out. Whether or not we were 
able to support, refute, or develop any of the ideas w i l l be seen i n 
the following chapters, and w i l l be summed up i n the f i n a l concluding 
section. 
I f there i s one key concept that has imposed i t s e l f upon and structured 
the way t h i s research was developed i t i s the"interplay of l a t e r e ! 
and hierarchical market organisation and movement. I t i s t h i s theme 
which provides a un i f y i n g framework through which the re s t of t h i s 
t h e s i s can be read. 
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CHAPTER I I I 
Two E n g i n e e r i n g P l a n t s 
The men we i n t e r v i e w e d came from two e n g i n e e r i n g p l a n t s about a m i l e 
a p a r t a l o n g t h e r i v e r Tyne i n West N e w c a s t l e - u p o n - T y n e . The two 
p l a n t s were known a s v i c k e r s Scotswood E n g i n e e r i n g and T r e s s 
Engineering. He propose i n t h i s chapter to p r e s e n t a b r i e f h i s t o r i c a l 
i n t r o d u c t i o n t o the two f a c t o r i e s and t h e n d e s c r i b e t h e r e s p o n d e n t s 
who formed our two samples. 
V i c k e r s Sootswood 
I n the 1840's W i l l i a m Armstrong s e t up as a manufacturer of h y d r a u l i c 
cranes and g e n e r a l e n g i n e e r i n g products; he s t a r t e d a s m a l l f a c t o r y a t 
E l s w i c k , a v i l l a g e o u t s i d e N e w c a s t l e . At t h e end of t h e 1850's t h e 
government decided to p l a c e l a r g e o r d e r s f o r guns b u i l t to Armstrong's 
designs; another f a c t o r y was b u i l t a t E l s w i c k to meet the government 
o r d e r s . By t h e 1860's t h e E l s w i c k Ordnance Works was e s t a b l i s h e d . 
A f t e r 1867 Armstrongs b u i l t warships as w e l l . 
"By t h e 1880's t h e v i l l a g e o f E l s w i c k had become a c i t y o f f o r g e s , 
f a c t o r i e s and s t e e l w o r k s , 'an a r s e n a l i n i t s e l f . The E l s w i c k Works 
were r e g a r d e d n o t s o much as t h e m a n u f a c t u r e r s o f l e t h a l weapons a s 
the l e a d e r s of B r i t i s h E n g i n e e r i n g " 1 . The yards a t E l s w i c k became the 
w o r l d ' s l a r g e s t s u p p l i e r o f w a r s h i p s . E l s w i c k l e a d e r s h i p i n 
eng i n e e r i n g was acknowledged. Men t r a i n e d a t E l s w i c k were i n demand 
a l l o v e r the world. 
I n 1897 A r m s t r o n g s merged w i t h S i r J o s e p h W h i t w o r t h and Company t o 
form S i r W.G. Armstrong Whitworth and Company L i m i t e d . I n 1899 
Armstrong-Whitworth's opened another armaments p l a n t about a m i l e up 
r i v e r from E l s w i c k , a t Scotswood. 
V i c k e r s , S o n s a n d Company was a s t e e l company t h a t became 
manufacturers of armour i n 1888. V i c k e r s * i n t e r e s t s i n armaments grew 
and i n t h e y e a r s l e a d i n g up t o t h e F i r s t W o r l d War i t c h a l l e n g e d 
A r m s t r o n g W h i t w o r t h f o r t h e l e a d e r s h i p o f t h e B r i t i s h Armaments 
ko. 
I n d u s t r y . 
"By 1914 V i c k e r s was numbered among t h e I n d u s t r i a l G r e a t Powers of 
Europe. A c t u a l l y a Great Power a t sea and on the land, p o t e n t i a l l y a 
Gr e a t Power i n the a i r . They were e s s e n t i a l l y an armaments fi r m , one 
2 
of the two g r e a t e s t i n B r i t a i n " • 
A f t e r the F i r s t World War both V i c k e r s and Armstrong Whitworths were 
f a c e d w i t h e s s e n t i a l l y t h e same p r o b l e m - a p r o b l e m t h a t was t o r e -
occur a f t e r the Second World War - both companies had to t r y and f i l l 
t h e i r Works w i t h something other than armament manufacture* A whole 
v a r i e t y of p e a c e - t i m e p r o d u c t s were t r i e d w i t h v a r y i n g d e g r e e s o f 
s u c c e s s - p r o d u c t s r a n g i n g from merchant s h i p s , l o c o m o t i v e s , l i g h t 
i n d u s t r i a l machinery, machine-tools, and sewing machines, to domestic 
a p p l i a n c e s , toys, f u r n i t u r e and s p o r t i n g guns. 
The E l s w i c k Works were occupied post-war with the b u i l d i n g of marine 
e n g i n e s and m e r c h a n t s h i p s . B e f o r e t h e war t h e Scotswood Works was 
producing motor c a r s ; f o r the d u r a t i o n of the war, however, the motor 
c a r department was put i n t o c o l d storage and Scotswood was turned o v e r 
t o p r o d u c i n g s h e l l s . A f t e r t h e war Armstrong's saw one of i t s main 
home p r o s p e c t s t o be i n t h e shape of l o c o m o t i v e s and Scotswood was 
en v i s a g e d as a g r e a t c e n t r e of locomotive production. 
I n the 1920's both V i c k e r s and Armstrong's ran i n t o d i f f i c u l t i e s , w i t h 
the l a t t e r being the .weaker. The s o l u t i o n adopted was r a t i o n a l i s a t i o n 
and merger. I n 1927 V i c k e r s and Armstrong merged. The whole of t h e 
a r m a m e n t s a n d n a v a l s h i p b u i l d i n g w o r k s were amalgamated and 
t r a n s f e r r e d to a new company c a l l e d Vickers-Armstrong Li m i t e d . At the 
same time , however, V i c k e r s and "rmstrong's r e m a i n e d i n d i v i d u a l 
companies i n t h e i r own r i g h t and r e t a i n e d e x c l u s i v e c o n t r o l o v e r 
c e r t a i n b r a n c h e s of b u s i n e s s . Armstrong-Whitworth k e p t a b o u t a 
q u a r t e r of i t s i n t e r e s t s , i n c l u d i n g the Scotswood Works. Hence a f t e r 
1927 t h e E l s w i c k Works were owned by V i c k e r s A rmstrong and t h e 
Scotswood Works by Armstrong Whitworth - two se p a r a t e companies. 
I n 1928 t h e w h o l e p r o d u c t i o n of t a n k s , t r u c k v e h i c l e s and armoured 
c a r s , w i t h t h e e x c e p t i o n of e x p e r i m e n t a l work, was t r a n s f e r r e d from 
S h e f f i e l d t o E l s w i c k . Between 1927 and 1937 t h e Scotswood Works of 
A r m s t r o n g - W h i t w o r t h were engaged on g e n e r a l e n g i n e e r i n g work. 
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e s p e c i a l l y on l o c omotives. I n August 1937 the Scotswood Works were 
p u r c h a s e d from Armstrong's by t h e A d m i r a l t y and l e a s e d t o V i c k e r s -
A r m s t r o n g on a 28 y e a r l e a s e . The o b j e c t was t o p r o v i d e f u r t h e r 
s k i l l s and c a p a c i t y f o r expanded armaments production. Once a l a r g e 
l o c o m o t i v e s o r d e r was c o m p l e t e d a t t h e end of 1937 t h e Works was 
r e o r g a n i s e d e x c l u s i v e l y f o r armament work. 
At t h e b e g i n n i n g of t h e S e cond W o r l d War t h e E l s w i c k Works employed 
12,250 and t h e Scotswood Works 6,250. V i c k e r s A r m s t r o n g employed 
64,000 people i n 1938. 
E l s w i c k and Scotswood produced armaments during the war f o r both l a n d 
and s e a f o r c e s . Gun mountings were a s p e c i a l i t y . Production extended 
beyond the c o n f i n e s of the Scotswood and E l s w i c k p l a n t s to ' s a t e l l i t e * 
works, under V i c k e r s ' managerial c o n t r o l . 
A f t e r t h e war V i c k e r s was f a c e d w i t h t h e r e - o c c u r r i n g p r o b l e m of 
f i l l i n g e x c e s s c a p a c i t y c r e a t e d by the drop i n armaments work, caused 
p a r t l y by t h e end o f t h e war i t s e l f and p a r t l y by t e c h n o l o g i c a l 
changes r e n d e r i n g some of V i c k e r s ' products outmoded. W h i l s t the need 
f o r d i v e r s i f i c a t i o n was r e c o g n i s e d however, armaments production, or, 
r a t h e r , the r e t e n t i o n of armaments c a p a c i t y , remained the prime o b j e c t 
w i t h i n V i c k e r s e n g i n e e r i n g i n t e r e s t s . To a degree, consequently, new 
product v e n t u r e s remained s u b s e r v i e n t to the needs of the armaments 
b u s i n e s s . Thus new products such as C l e a r i n g P r e s s e s a t E l s w i c k and 
p o s s i b l y S h e r v i c k T r a c t o r s a t Scotswood were i n t r o d u c e d , p a r t l y 
b e c a u s e t h e y f a c i l i t a t e d t h e r e t e n t i o n of armament p r o d u c t i o n 
c a p a c i t y . P r e s s e s , f o r example, were a d i r e c t s u b s t i t u t e f o r gun 
mountings and i t was e a s y t o s w i t c h back t o m a n u f a c t u r i n g gun 
mountings i f the demand arose; s i m i l a r l y , the s k i l l s and f a c i l i t i e s 
f o r producing t r a c t o r s c o u l d be used f o r producing tanks. 
T h i s p o l i c y of p r e s e r v i n g armaments producing c a p a c i t y was a double 
edged sword. W h i l s t the a b i l i t y was r e t a i n e d to s t a r t up manufacture 
a t s h o r t n o t i c e of armaments of v a l u e to the N a t i o n a l I n t e r e s t , not to 
say of a t times h i g h l y p r o f i t a b l e i n t e r e s t to V i c k e r s , the upshot was 
t h a t r e s o u r c e s and c a p a c i t y were d i v e r t e d away from the e s t a b l i s h m e n t 
of a r a n g e of s e c u r e l o n g term c i v i l i a n 'house' p r o d u c t s , when t h e 
c a l l f o r armaments came, a s i n t h e K orean War f o r example, t h e 
m a n u f a c t u r e of c i v i l i a n p r o d u c t s was a b r u p t l y stopped, n e g o t i a t i o n s 
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f o r peace time products a b r u p t l y h a l t e d , and production turned over to 
t r a d i t i o n a l war work. The t e n d a n c y was, i n c o n s e q u e n c e , f o r t h e 
E n g i n e e r i n g Works, and i n p a r t i c u l a r E l s w i c k and Scotswood, t o engage 
i n s h o r t term j o b b i n g a c t i v i t i e s , s i m p l y f i l l i n g up c a p a c i t y i n 
between armament orders. 
At both E l s w i c k and Scotswood, then, s i n c e the war, the men worked on 
a long l i s t of c i v i l i a n products, many b u i l t under l i c e n c e , from other 
companies, some prod u c e d f o r o t h e r p a r t s of t h e V i c k e r s Group, few 
e s t a b l i s h e d a s l o n g term 'house' s t a p l e m a n u f a c t u r e s . A t t h e same 
time E l s w i c k remained o v e r t l y dependent on armament work, e s p e c i a l l y 
tanks which i t had been b u i l d i n g s i n c e a f t e r the F i r s t World War. The 
' C e n t u r i o n ' t a n k p r o v i d e d a l o t of work t h r o u g h o u t t h e F i f t i e s and 
s u c c e s s o r s such as the ' C h i e f t a i n ' maintained the i n v o l v e m e n t of the 
E l s w i c k w o r k f o r c e t h e r e a f t e r . But no b a s i s was e s t a b l i s h e d f o r 
s u s t a i n e d c i v i l i a n production. 
One major a t t e m p t was made a t Scotswood t o produce a p r o d u c t t h a t 
c o u l d h a v e l o n g term v i a b i l i t y and w h i c h c o u l d s u s t a i n a l a r g e 
w o r k f o r c e . T h i s was t h e S h e r v i c k T r a c t o r . S c o t s w o o d h a d a 
p a r t i c u l a r l y high e x c e s s c a p a c i t y a f t e r the c e s s a t i o n of war and f o r a 
time a l a r g e p a r t of t h e f l o o r s p a c e was a c t u a l l y l e t o u t . I n 1947, 
however, i t was d e c i d e d t o t u r n Scotswood o v e r t o t h e b u i l d i n g o f 
t r a c t o r s - a p r o d u c t a d m i r a b l y s u i t e d t o a company u s e d t o 
m a n u f a c t u r i n g h e a v y t r a c k e d war v e h i c l e s , and f o r w h i c h t h e r e was a 
h i g h l y s k i l l e d w o r k f o r c e r e a d i l y a v a i l a b l e . The venture was b e s e t 
w i t h p r o b l e m s , however, and a f t e r about a decade of p r o d u c t i o n 
d i f f i c u l t i e s - j u s t p a r a d o x i c a l l y when some of the workforce thought 
the product 'was r i g h t ' - the S h e r v i c k T r a c t o r was abandoned, i n 1959, 
a p p a r e n t l y i n response to cneaper American competition. 900 men were 
made r e d u n d a n t . C o n s e q u e n t l y , by t h e S i x t i e s , Scotswood, l i k e 
E l s w i c k , was s t i l l without a major commercial 'own product'. 
W h i l s t a t t e m p t s were b e i n g made a t Scotswood t o f i l l up e x c e s s 
c a p a c i t y w i t h t r a c t o r p r o d u c t i o n new p r o d u c t s were a l s o s o u g h t f o r 
E l s w i c k . An e a r l y i n t r o d u c t i o n was the b u i l d i n g of b i g power p r e s s e s 
and o r d e r s were r e c e i v e d from t h e C l e a r i n g Machine C o r p o r a t i o n of 
Chicago. The l u c r a t i v e E l s w i c k non-ferrous r o l l i n g m i l l and e x t r u d i n g 
snop was a l s o promoted w i t h heavy investment. I n 1957 the E l s w i c k d i e 
shop was e s t a b l i s h e d e m p l o y i n g about 250 s k i l l e d t o o l f i t t e r s , 
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s u p p l y i n g d i e s mainly to car companies, i n p a r t i c u l a r Fords. Another 
new venture was the production (under l i c e n c e ) of 'Paceco' c o n t a i n e r 
h a n d l i n g equipment* And the production of v a r i a b l e speed gears was 
another s i z e a b l e p r o j e c t . 
At Scotswood, i n a d d i t i o n to t r a c t o r s and e a r t h moving equipment, the 
post-war p e r i o d saw amongst other t h i n g s the manufacture of a v a r i e t y 
of heavy s t e e l w o r k p l a n t and rubber p r o c e s s i n g equipment. 
By t h e l a t e F i f t i e s , however, moves were a f o o t t o move t h e V i c k e r s 
o r g a n i s a t i o n f u r t h e r away from a dependence upon i t s t r a d i t i o n a l 
armaments and h e a v y e n g i n e e r i n g i n t e r e s t s and t o w a r d s a v a r i e t y of 
e s s e n t i a l l y l i g h t e r engineering, and more p r o f i t a b l e , commercial work. 
C a p i t a l would no longer n e c e s s a r i l y be i n v e s t e d i n those branches of 
b u s i n e s s i n w h i c h t h e Company was born and w h i c h had dominated i t s 
t h i n k i n g f o r o v e r 100 y e a r s . Such a change i n d i r e c t i o n had 
c a t a s t r o p h i c i m p l i c a t i o n s f o r the o l d e s t p a r t s of the V i c k e r s Group: 
the heavy e n g i n e e r i n g works of West Newcastle. 
The S i x t i e s u s h e r e d i n a p e r i o d c h a r a c t e r i s e d by r a t i o n a l i s a t i o n , 
change, and, f o r Scotswood and E l s w i c k , u n c e r t a i n t y and i n s e c u r i t y * A 
s l o w , g r a d u a l , b u t i n e x o r a b l e , d e c l i n e began. I n 1959 t h e E l s w i c k 
V a r i a b l e Speed Gear P l a n t was abandoned - i t s b u s i n e s s t r a n s f e r r e d to 
Swindon. I n 1962 the E l s w i c k P r i n t i n g Department c l o s e d . I n 1964 the 
E l s w i c k Deck M a c h i n e r y Shop was f i r s t t r a n s f e r r e d to Scotswood and 
t h e n c l o s e d . O t h e r c o m m e r c i a l e n g i n e e r i n g p r o d u c t s , i n c l u d i n g t h e 
C l e a r i n g P r e s s e s were t r a n s f e r r e d t o Scotswood. N a v a l work was 
t r a n s f e r r e d to Barrow. 
At the 1965 V i c k e r s D i r e c t o r s and P r i n c i p a l O f f i c e r s Conference the 
Chairman asked t h a t i t be considered "Whether th e r e was a need to g i v e 
g r e a t e r rewards f o r s u c c e s s and l e s s s e c u r i t y f o r f a i l u r e . V i c k e r s , 
i t was t h o u g h t , had been w i d e l y r e g a r d e d as an e m p l o y e r p r o v i d i n g 
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a b s o l u t e s e c u r i t y of employment, i r r e s p e c t i v e of p e r f o r m a n c e " . A 
"job f o r l i f e " c o u l d no longer be guaranteed. 
With the emphasis on s e c u r i n g g r e a t e s t r e t u r n s f o r t h e i r money V i c k e r s 
a c t i v e l y s o u g h t o u t new b r a n c h e s of b u s i n e s s f o r l o n g term growth. 
P r i n t i n g machinery, o f f i c e equipment (beginning w i t h the a c q u i s i t i o n 
of Roneo), m e d i c a l equipment, and c h e m i c a l e n g i n e e r i n g , were 
i d e n t i f i e d as growth ar e a s . And as new branches of business were 
opened up o l d ones were closed down. In the name of r a t i o n a l i s a t i o n 
the second h a l f of the S i x t i e s saw a concerted e f f o r t to e l i m i n a t e 
a c t i v i t i e s which were e i t h e r u n p r o f i t a b l e per se (or a t l e a s t not 
p r o f i t a b l e enough), or which did not ' f i t ' into the long term Vickers 
product strategy. 
Scotswood and E l s w i c k were p a r t i c u l a r l y r i p e r a t i o n a l i s a t i o n 
candidates. Neither were i n the 'growth' s e c t o r s and both were 
thought to make uneconomic use of space. P l a n s went ahead to 
reorganise production and concentrate a c t i v i t i e s into smaller areas at 
both works. Products, and sometimes men, were t r a n s f e r r e d from one 
plant to another. In 1966 the 'Paceco' container h a n d l i n g equipment 
was t r a n s f e r r e d from E l s w i c k to Scotswood; i n 1967 underwater 
equipment for Standard Telephones, plus most of the men who made them, 
went the same way. These supplemented a whole range of exi s t i n g heavy 
engineering products - most introduced since the Tractor was abandoned 
- i n c l u d i n g the C l e a r i n g Power Presses ( t r a n s f e r r e d from E l s w i c k 
e a r l i e r ) , metal processing equipment, deck machinery - including deck 
cranes and s t e e r i n g gear - p u l v e r i s i n g p l a n t , e l e c t r o - h y d r a u l i c 
equipment, p r e s s u r e v e s s e l s , p r i n t i n g p r e s s e s , newspaper p r e s s e s , 
moulding machines, and many more. 
The S e v e n t i e s saw the Engineering Group w i t h i n V i c k e r s producing 
inadequate p r o f i t s . A p o l i c y of v i g o r o u s l y r o o t i n g out a i l i n g 
b u s i n e s s e s and products was decided upon. Scotswood was seen as a 
p a r t i c u l a r problem. The c y c l i c a l nature of the Power Press business 
i n p a r t i c u l a r and the l a c k of other 'standard* products, except the 
'Paceco' cranes and the Standard Telephone Equipment, l e f t the Works 
too vulnerable to fluctuations i n jobbing engineering. In the e a r l y 
Seventies a decision was made to dispense with a number of large but 
unprofitable orders. Large s c a l e redundancies took place. 
Redundancies a l s o took p l a c e elsewhere i n the Engineering Group, 
p a r t i c u l a r l y a t Crabtree-Vickers i n Leeds. During the years 1970 to 
1976 the Engineering Group declared a t o t a l of 3,500 redundancies, of 
wnich 2,700 took p l a c e i n the three years 1971, 1972 and 1973. At 
Elswick 'the Forge' was closed i n 1969, soon to be followed by the Die 
Shop. In 1977 the E l s w i c k Foundry, a constant l o s s maker, was s o l d , 
and l a t e r closed down. 
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Between 1939 and 1978 employment i n Elswick and Scotswood dropped i n 
stages from 18,500 to 2,662. 
Employment Changes at Vickers Works, West Newcastle* 
Year Vickers Elswick Vickers Scotswood M i c h e l l Bearings Total 
1939 12,250 6,250 (Taken over 1968/9) 18,500 
1963 5,700 1,300 - 7,000 
1969 3,490 1,200 508 5,198 
1970 3,612 1,156 485 5,253 
1974 2,301 777 457 3,535 
1976 2,134 800 520 3,454 
1978 1,862 800 525 3,187 
•Source: Benwell CD.P. "Permanent Unemployment" 1978 
In September 1979 Vickers Scotswood was closed down. In 1981 Vickers 
E l s w i c k badly l e t down by the withdrawal of a l a r g e I r a n i a n tank 
order, and s t i l l without any adequate c i v i l i a n a l t e r n a t i v e s , followed 
s u i t and closed. 
Vickers meanwhile, continues to prosper. 
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TresB Engineering 
Tress was a company started after the Second World War i n the v i l l a g e 
of Newburn, about a m i l e up r i v e r from the V i c k e r s Scotswood Works. 
In sharp c o n t r a s t to Scotswood Tr e s s only made two products, namely 
va l v e s and guages for the petro-chemical industry. 
In 1962 Tress Engineering was taken over by the American based Fairey 
Corporation, a m u l t i - p l a n t o r g a n i s a t i o n with v a r i e d i n t e r e s t s i n 
a v i a t i o n and engineering. In 1977 Fairey employed a t o t a l of 516,000 
and c o n t r o l l e d 20 s u b s i d i a r i e s i n the U.K., p l u s 12 s u b s i d i a r i e s 
o v e r s e a s . Two U.K.. s u b s i d i a r i e s were on Tyneside, namely T r e s s 
Engineering i n Newcastle and F a i r e y S t a i n l e s s i n Gateshead; F a i r e y 
S t a i n l e s s employed i n 1977 about 80 people and manufactured metal beer 
b a r r e l s . 
By the e a r l y Seventies the Newcastle subsidiary was losing money and 
i n 1972 a new managing director was brought i n by the parent company, 
a p p a r e n t l y with the express purpose of winding up the b u s i n e s s . 
However, there was a change of mind, and although nearly one hundred 
men were made redundant the f i r m i t s e l f was g i v e n a temporary 
r e p r i e v e . From then on the business began to pick up and g r a d u a l l y 
more men were taken on. The Viorks employed 368 men and women i n 1976, 
about 60 more than i n 1974. By the f i r s t p a r t of 1977 about 380 were 
employed. But the situation deteriorated again l a t e r i n 1977 and i n 
September of that year about 55 people l o s t their jobs. Around about 
the same time the parent company i t s e I f ran i n t o s e r i o u s f i n a n c i a l 
d i f f i c u l t i e s mainly because of problems with i t s a i r c r a f t business i n 
Belgium. F i n a l l y the Fairey Aviation and Engineering Group was forced 
to c a l l i n the R e c e i v e r . In January 1978 the B r i t i s h N a t i o n a l 
Enterprise Board took over eight Fairey subsidiaries, including Tress 
Engineering, and formed them i n t o F a i r e y Engineering Holdings. I n 
June 1978 F a i r e y Engineering Holdings, i t s e l f w h o l l y owned by the 
National Enterprise Board, decided to close down Tress Engineering on 
the grounds that i t was an unviable proposition. 310 men and 20 women 
were made redundant. 
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Engineering and The Tyneside Labour Market* 
In 1978 there were over 180,000 jobs i n Newcastle, over 50% of which 
were f i l l e d by people t r a v e l l i n g into the c i t y from the l o c a l Tyneside 
catchment a r e a . At the same time about a t h i r d of the e c o n o m i c a l l y 
active l i v i n g i n Newcastle tr a v e l l e d out of the c i t y to their work. 
Of those men l i v i n g i n the c i t y i n 1976, 2/3 of the e c o n o m i c a l l y 
a c t i v e were manual workers, of which about 66% would be o f f i c i a l l y 
d e s c r i b e d as being i n ' s k i l l e d ' jobs - n e a r l y a h a l f of these 
' s k i l l e d ' had s e r v e d an a p p r e n t i c e s h i p or had a s i m i l a r t r a i n i n g 
q u a l i f i c a t i o n . 21% of a l l economically a c t i v e men i n the c i t y had an 
a p p r e n t i c e s h i p or s i m i l a r t r a i n i n g q u a l i f i c a t i o n compared to 13% of 
a l l men n a t i o n a l l y . Newcastle, therefore, was characterised as having 
a large male manual workforce with an unusually high s k i l l component. 
38% of Newcastle's e c o n o m i c a l l y a c t i v e men worked, i n 1976, i n 
manufacturing - s l i g h t l y more than the 35% for Great B r i t a i n as a 
whole. The most important sectors within manufacturing for the city's 
men were mechanical engineering (employing 9% of a l l e c o n o m i c a l l y 
a c t i v e male r e s i d e n t s ) , s h i p b u i l d i n g (7%), and food, drink, tobacco 
( 6 % ) . 
A l l the engineering industries and shipbuilding together employed 20% 
of Newcastle's economically active male residents i n 1976. 
Looking at male occupations (rather than sectors of i n d u s t r i a l employment 
as above) an estimated 17% of employed men i n Newcastle and 2^ of 
employed men on Tyneside were i n engineering occupations. 
*Notet- Much of the information i n t h i s s e c t i o n d e r i v e s from a 
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Newcastle C i t y C o u n c i l Report presented i n 1978. The r e p o r t says 
i t s s t a t i s t i c s were d e r i v e d from o f f i c i a l government sources and a 
Tyne and Wear Household Survey carried out i n 1976. 
1*8. 
Occupations of Employed Males 
(Source: Tyne and Wear Household Survey 1976) 
Newcastle Tyneslde* 
Metal Plate Workers and Riveters 1050 1*800 
Gas, E l e c t r i c Welders 1100 1*900 
Metal Mechanics 1100 2500 
Maintenance and Other F i t t e r s 3000 12100 
Plumbers, Gas F i t t e r s 1050 3500 
A l l Other Engineering Workers 5150 18700 
Engineering Workers 121*50 1*6500 
A l l Employed Males: 71100 221250 
Engineering Workers as % of 
A l l Employed Males: 17% 21% 
Engineering or engineering-related establishments would, of course, 
also employ a large number of a n c i l l a r y trades such as e l e c t r i c a l 
workers, j o i n e r s , carpenters, warehousemen, storekeepers, c l e r i c a l 
workers and labourers. 
I n 1976, therefore, despite the f a c t that heavy engineering, as well 
as other t r a d i t i o n a l industries had by t h i s time been i n slow decline 
f o r many years, i t remained the case that engineering and engineering-
related industries on Tyneside were s t i l l very s i g n i f i c a n t employers 
of men. 
*Nr>te: 'Tyneside' includes Newcastle, Gateshead, North Tyneside and 
South Tyneside. 
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The p o s i t i o n , however, was not s t a b l e . C l o s u r e , run-down, and 
depression became increasingly prevalent as the Seventies progressed. 
The number of redundancies - p a r t i c u l a r l y i n the Northern Region -
a c c e l e r a t e d d r a m a t i c a l l y ; and i t was the t r a d i t i o n a l s e c t o r , 
e s p e c i a l l y engineering, which bore the brunt. 
Redundancies i n the Northern Region 
Total Engineering 
1977 22600 5300 
iy78 19700 3700 
1979 14600 2700 
1980 36000 8300 
1981 29700* 7200 
Engineering as % of A l l 






Source: Manpower Services Commission: 
"Regional Employment Market Int e l l i g e n c e 
Trends", Autumn 1981 
* F i r s t 9 months only 
Between mid-1979 and mid-1981 41000 jobs were l o s t i n Tyne and Wear; 
almost a l l the jobs l o s t were male jobs i n the manufacturing sector. 
According to a Tyne and Wear County Council report 5* the decline was 
p a r t i c u l a r l y s e v e r e i n s h i p - b u i l d i n g , mechanical engineering, 
e l e c t r i c a l engineering and the clothing industry. 
I f e n g i neering was a dominant employer of men i n the l a t e S e v e n t i e s 
a l l the signs were that i t would cease to be so by the l a t e Eighties. 
I t was i n such a context, then, of an engineering i n d u s t r y s t i l l 
prominent, but under extreme pressure, t h a t the c l o s u r e s of T r e s s 
(1978) and Vickers Scotswood (1979) took place. 
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Tyneside Employers 
Throughout t h i s thesis, but p a r t i c u l a r l y i n Chapter IV, reference w i l l 
be made to s p e c i f i c Tyneside employers. In order to help the reader 
we propose to l i s t and b r i e f l y d e s c r i b e the main a c t i v i t i e s of the 
companies mentioned most f r e q u e n t l y . These were employers l a r g e l y 
brought into the conversation by the respondents themselves. 
Although such a l i s t w i l l not be e x h a u s t i v e i t w i l l g i v e some 
impression of the types and range of employments p e r c e i v e d by our 
respondents as possible work-places. Broadly speaking, the employers 
f e l l into three categories: Engineering Manufacturers; Non-Engineering 
Manufacturers; Non-Manufacturing Organisations. Although movement 
ac r o s s a l l three c a t e g o r i e s was always a p o s s i b i l i t y , and i n some 
work-histories did occur, i t can be seen from the l i s t that i n 1978/9 
there was s t i l l a s u f f i c i e n t l y large number of engineering firms on 
Tyneside, together with a s u f f i c i e n t l y large number of men s k i l l e d i n 
e n g i n e e r i n g t r a d e s , to a l l o w f o r a c e r t a i n amount of market 
e x c l u s i v i t y to occur. Some men would tend to perceive themselves as 
engineers and move about l a r g e l y within the confines of an engineering 
labour market. 
Firms Within the Engineering Manufacturing Labour Market 1978/9 
1. Ave l i n g Barford (West Newcastle): Earth-Moving Machinery 
2. Baker-Perkins (Hebburn): Food Manufacturing Machinery, Foundry 
Machinery, e t c . 
3. Boyles Brothers (North Newcastle): D r i l l i n g Equipment 
4. B r i t i s h Engines (West Newcastle): Precision Machining and Engine 
Re-Manufacturing 
5. B r i t i s h Shipbuilders/Swan Hunters (East Newcastle, Wallsend, 
Hebburn, e t c ) : Shipbuilding and Marine Engineering 
6. Bushing Company (Hebburn): E l e c t r i c a l Equipment 
7. C.A. Parsons (East Newcastle): Turbine Generator Manufacture!:s 
8. C a t e r p i l l a r Tractor Company ( B i r t l e y ) : Earth-Moving Equipment 
9. C h u r c h i l l E n g i n e e r i n g ( B l a y d o n ) : Machine T o o l P r e c i s i o n 
Engineering 
10. Clarke-Chapman (Blaydon and Gateshead): Marine and Off-Shore 
Machinery 
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11. Eimeo (Gateshead): Mining and D r i l l i n g Equipment 
12. George B l a i r (East Newcastle): Engineering and S t e e l Founding 
13. Huwood (Gateshead): Mining Machinery 
14. H.K. Porter (Ryton): Car and Commercial Vehicle Accessories 
15. I n g e r s o l l Rand (Gateshead): Pumps and Compressors 
16. Liner Engineering (Gateshead): Earth Moving and F o r k - L i f t Truck 
Machinery 
17. P e a r s o n s Machine T o o l s ( E a s t Newcastle): S p e c i a l Purpose 
Machining Engineers 
18. ReyrolleB and Reyrolie-Parsons (Gateshead and Hebburn): Heavy and 
E l e c t r i c a l Engineers 
19. Rose-Forgrove (Gateshead): Packaging Machinery 
20. Toolrite Ltd (Gateshead): Toolmakers, Precision Engineers 
21. Thor Tools (North S h i e l d s ) : Power Tools Manufacturers 
22. Trese Engineering (West Newcastle): Valves and Gauges 
23. Vickers Crabtree (Gateshead): Printing Machinery 
24. Vickers E l s wick (West Newcastle): Heavy Engineering, P a r t i c u l a r l y 
Armaments 
25. V i c k e r s M i c h e l l Bearings (West Newcastle): Marine Equipment, 
P a r t i c u l a r l y Bearings 
26. Vickers Scotswood (West Newcastle): Heavy Engineering 
Manufacturing Firms Outside the Engineering Market Proper (although 
many firms would contain at l e a s t some Engineering jobs) 
1. Anglo Great Lakes Corporation (West Newcastle): A r t i f i c i a l 
Grapphite Manufacturers 
2. A s s o c i a t e d Lead Manufacturers (West Newcastle): Lead Products, 
Paint e t c . 
3. Bridon Fibres (Gateshead): Manufacturers of I n d u s t r i a l Fibres 
4. Carricks (West Newcastle): Bakers 
5. D e l t a E n f i e l d C a b l e s ( F e l l i n g ) : Manufacturers of E l e c t r i c a l 
Cables 
6. Ever Ready (West Newcastle): Batteries 
7. Fairey S t a i n l e s s (Gateshead): Metal Barrels 
8. Galloway (Blaydon): Tool Distributors 
9. George Angus (Wallsend): F l u i d Sealing Products 
10. Glass Tubes and Components (West Newcastle): Glass Manufacturers 
11. Lamp Metals (Gateshead): Tungsten and Lead Wire Manufacturers 
12. Levine (West Newcastle): Garments Manufacturers 
13. Osram Lamps (Gateshead): Lamp Manufacturers 
14. Proctor and Gamble (North Newcastle): Soaps, o i l s , t o i l e t 
preparations etc. 
15. Kowntree-Mackintosh (North-West Newcastle): Confectionery 
16. Scottish and Newcastle Breweries (Central Newcastle): Brewers 
17. Tarmac Ltd (Gateshead): Construction 
18. Thomas De La Rue (Gateshead): Manufacturers of Banknotes e t c 
19. Winthrop Laboratories (West Newcastle): Pharmaceuticals 
Non-Manufacturing Employers 
1. B r i t i s h Gas 
2. B r i t i s h Telecom 
3. 'Power Stations' 
4. Newcastle Council 
A l l the above named employers, i n a l l three categories, employed at 
l e a s t 50 people. S m a l l e r companies were no r m a l l y r e f e r r e d to as 'a 
small engineering company' or 'a small building firm 1 e t c . 
The biggest engineering manufacturers were companies i n the Northern 
Engineering I n d u s t r i e s group - which i n c l u d e d i n p a r t i c u l a r C.A. 
Parsons, Clarke Chapman, Bushing and Reyrolles - B r i t i s h Shipbuilders, 
Vickers and C a t e r p i l l a r . A l l of these companies employed over 1000 
men on Tyneside; N.E.I, employed over 10000. 
In the non-engineering manufacturing sector major employers included 
Scottish and Newcastle Breweries, Proctor and Gamble, and Rowntree-
Mackintosh. 
I n 1979 over h a l f of Newcastle's manufacturing jobs were i n four 
employments: V i c k e r s , B r i t i s h S h i p b u i l d e r s , N.E.I. Parsons and 
Scottish and Newcastle Breweries. 




83 men* agreed to tal k about t h e i r work l i v e s , t h e i r post redundancy 
experiences, and t h e i r hopes and expectations for the future. These 
were mostly manual workers, but a small number of foremen, storemen, 
and one sub-contract manager were included. A l l conversations were 
tape recorded. No attempt was made to r i g i d l y structure the 
interviews along pre-set paths, but care was taken to ensure 
conversations included themes of i n t e r e s t . Within these broad l i m i t s 
respondents were free to express themselves. 
Some respondents from TreBB were i n i t i a l l y contacted by the researcher 
when he was employed by Newcastle C i t y Council as an interviewer on a 
study of redundancy i n Vest Newcastle. Further numbers of Tress 
respondents were contacted by an ad hoc 'snowball' process whereby 
interviewees suggested other people l i k e l y to agree to be interviewed. 
Scotswood respondents were contacted by the same process, an o r i g i n a l 
nucleus of possible interviewees having been suggested by a prominent 
l o c a l trade union figure who previously worked at the plant. 
ScotBwood 
About 750 men and women l o s t t h e i r jobs from Scotswood throughout the 
year of 1979* O f f i c i a l l y , the plant closed i n September 1979. but i n 
practice people were paid off i n stages ( l a r g e l y according to 
sp e c i a l i s a t i o n ) from A p r i l to November. Of the 750, about 100 were 
middle and senior management personnel; of the remaining 650, about 
95% were males. Of these we interviewed hi• 
•Note; I n some cases wives were included i n interviews. Also a few 
men were interviewed without the use of a tape-recorder; however, these 
'interviews' were very limited i n extent and they have not been counted 
i n the general body of t h i s report. Where the p a r t i a l interviews are 
used they are s p e c i f i c a l l y i d e n t i f i e d . 
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A Newcastle C o u n c i l sponsored report, c a l l e d 'Vickers Scotswood 
Economic Audit", was p u b l i s h e d immediately p r i o r to c l o s u r e . I t 
de s c r i b e d the s k i l l composition of the non-managerial workforce. 
Leaving a s i d e t h e i r c a t e g o r i e s of ' C l e r i c a l ' and 'Technical' (which 
types are not i n c l u d e d i n our sample), and reworking the f i g u r e s 
accordingly, the two samples can be compared:-
Scotswood Audit Our Sample 





63% (260) S k i l l e d Manual 58% (27) 
4% (57) Semi-Skilled Manual 12% (6) 
15% (63) Ancillary Workers 20% (10) 
& Labourers 
(32) Foremen 9% (4) 8% 
100% (412)* 100% (47) 
In the above t a b l e our sample has been c a t e g o r i s e d according to the 
s k i l l d e finitions used by Newcastle City Council, whereby the decision 
or not to i d e n t i f y a person as ' s k i l l e d ' depended on whether such a 
job would n o r m a l l y be done by a time-served man. 3 men have been 
i n c l u d e d w i t h i n our ' s k i l l e d ' category however who were not time-
served; they were a l l t o o l - g r i n d e r s who had been a t Scotswood many 
years doing t e c h n i c a l l y d i f f i c u l t work, and regarded themselves and 
were regarded by others as of a s t a t u s e q u i v a l e n t to time-served 
tradesmen. 
I t can be seen that our sample i s broadly representative of the shop-
floor s k i l l d i s t r i b u t i o n at Scotswood. 
The feature which stands out amongst the Scotswood manual workers i s 
the high proportion of s k i l l e d tradesmen, men who had normally served 
a f u l l apprenticeship. Note a l s o that many of the s e m i - s k i l l e d men 
*Note; A sample from a t o t a l non-managerial workforce of 650 
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were machine workers who may have been capable of working a variety of 
machines and who could be highly accomplished a t their 'trade 1. The 
g e n e r a l impression of the Scotswood workforce, t h e r e f o r e , i s of one 
incorporating a high l e v e l of technical proficiency. Many of the jobs 
were of a 'one-off nature for which i t was necessary to employ 
workers with a broad l e v e l of engineering knowledge and e x p e r t i s e . 
The jobs themselves were often very big, a l l o w i n g men to clamber 
around and over them. 
TRESS 
330 men and women l o s t their jobs from Tress. In J u l y 1979, one year 
aft e r the closure, Newcastle City Council carried out a survey of the 
company's redundant manual workers. With a response r a t e of 95%, i t 
was found t h a t "The respondents d i v i d e i n t o three groups which were 
r o u g h l y e q u a l i n s i z e . T h e s e g r o u p s c o n s i s t of 62 
machine s e t t e r operators (32%), mainly t r a i n e d by Tre s s , other 
companies or a government s k i l l centre, 62 tradesmen (32%), 80% of 
whom were apprentice trained, and 69 non-s k i l l e d men (36%), covering a 
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wide range of a n c i l l a r y and non-s k i l l e d production jobs". 
I n our sample of 36 were 14 machine s e t t e r operators (39%), mostly 
non-time served, 8 tradesmen (22%), a l l time-served, and 14 non-
s k i l i e d men (39%). Tradesmen, t h e r e f o r e , are somewhat under-
prepresented, w h i l s t the other two s k i l l groups are s l i g h t l y o v e r -
represented. 
The general impression of the Tress workforce i s of one incorporating 
a much lower l e v e l of technical proficiency than that of Scotswood. 
Less than a t h i r d of the manual workers a t Tre s s surveyed by the 
C o u n c i l (and only 22% of our sample) were time-served tradesmen and 
the s e m i - s k i l l e d machine operators were neither p r o f i c i e n t on a wide 
range of machines nor used to working on a wide range of products, 
moreover, some of the tradesmen, e s p e c i a l l y the f i t t e r s , were only 
used to working on a very narrow range of a c t i v i t i e s . 
There was a gre a t e r tendency for the work on the shop f l o o r a t Tre s s 
to i n v o l v e r e p e t i t i v e a c t i v i t i e s . There was a very narrow product 
range of v a l v e s and guages and work on the v a r i o u s c u t t i n g , shaping 
56. 
and grinding machines and i n the f i t t i n g bay often involved lengthy 
batch-work. Whereas the jobs a t Scotswood were often very big and 
u s u a l l y time consuming, at Tress the jobs were r e l a t i v e l y s m a l l and 
produced i n r e l a t i v e l y short cycl e s . 
I f the s i z e s of jobs and machinery p l a c e d Scotswood f i r m l y i n the 
'heavy engineering' sector then, r e l a t i v e l y speaking, Tress was firmly 
i n ' l i g h t engineering 1. 
AGE 
According to the 'Scotswood Audit', Scotswood employees "were found to 
be o l d e r than workers i n the Newcastle a r e a g e n e r a l l y " . The r e p o r t 
s a i d t h a t " W h i l s t i n Newcastle as a whole 38% of the ec o n o m i c a l l y 
a c t i v e male r e s i d e n t s are over 45 years, 46% of the workforce a t 
Scotswood i s over 50 years old". In our sample of 47 - which did not 
i n c l u d e C l e r i c a l and T e c h n i c a l Workers - o l d e r men were even more 
represented with 51%. 
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For T r e s s a l s o Newcastle C o u n c i l found "The T r e s s workers are 
s l i g h t l y older than employed manual workers i n the City: j u s t over 40% 
were over 50 (compared to almost 30% i n the c i t y ) . " In our sample 
older men were again a l i t t l e over represented with 47% over 50. 
Scotswood Audit Our Sample; Scotswood Our Sample: Tress 
Under 30 years : 27% 5% 8% 
30 - 39 • 18% 36% 28% 
h0 - h9 ! 18% 8% 17% 
50 - 59 : 36% 3h% 33% 
60 - 65 : 10% 17% 11*% 
100% (53U)* 100% (1+7) 100% (36) 
At Scotswood i t was the high representation of men over 50 amongst the 
s k i l l e d that was p a r t i c u l a r l y i n f l u e n t i a l i n giving a high 
representation of the old i n our Scotswood sample. At Tress, i n 
contrast, i t appears to be the high representation of the old amongst 




The 'Sootswood Audit' found that 35% of the Vickers Scotswood 
workforce surveyed (including C l e r i c a l and Technical Workers) l i v e d 
i n the west end of Newcastle ( s p e c i f i e d as Sootswood, Newburn, 
Benwell, Elswiok and Denton). I n our sample (excluding C l e r i c a l and 
Technical Workers) kk% l i v e d there. Another 32% l i v e d equally close 
south of the r i v e r (outside Newcastle) i n Blaydon and Winlaton. 
Another 9% l i v e d i n neighbouring areas. 
Tress 
I n the case of Tress 83% of our sample l i v e d i n the west end of 
Newcastle ( s p e c i f i e d as Scotswood, Newburn, Benwell, Elswick and 
Denton). 
THE INTERVIEWS 
The main interviews were c a r r i e d out over the period February of 1980 
to A p r i l of 198lt with the Tress men being mainly questioned i n the 
e a r l i e r stages and the Scotswood men i n the l a t t e r . As can be seen 
from the graphs, i t was i n Junw 1980 - two years a f t e r the Tress 
closure and about a year a f t e r Scotswood shut - that the unemployment 
figures began to soar - from a base that by 'normal' post-war 
standards was extremely high. Between A p r i l 1979 and A p r i l 1981 
unemployment i n Great B r i t a i n rose by 88% - from 1,3U1»000 to 
2,525,000. Redundancies i n 198O, both throughout the country and 
l o c a l l y , were double those of the previous year; and 1981 continued 
the trend. A contemporary Newcastle Council report estimated that i n 
September 1981 there were 22,500 people without work i n Newcastle, an 
increase, i t said, of 83% since March 1979* 
I n June 1981 the samples were followed up and b r i e f interviews were 
held to ascertain any changes i n status. 
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CHAPTER 1V 
At t rac t ions and Repulsions 
An o b j e c t of the research was to i d e n t i f y f a c t o r s i n f l u e n t i a l i n 
de te rmin ing a person's d e c i s i o n t o s tay w i t h , change, or choose a 
p a r t i c u l a r employment. I n so f a r as these fac tors ex i s t they can be 
thought of as s t r u c t u r i n g i n d i v i d u a l s a long c e r t a i n paths and sub-
d i v i d i n g the labour market i n t o sub-sections. In the f o l l o w i n g pages 
we set out i n tabular form those aspects of Scotswood and Tress tha t 
people l i k e d and d i s l i k e d , aspects which we may assume were 
instrumental i n a t t r a c t i n g or r e p e l l i n g people to or from p a r t i c u l a r 
places of work. As w e l l as l i s t i n g those features which people said 
they l i k e d or not about the two f a c t o r i e s f rom which they were made 
redundant, we also add f o r comparative purposes comments per ta in ing to 
any post-redundancy employment; such comparisons f u r t h e r h i g h l i g h t 
people 's preferences. 
The main purpose of the tables i s t o p r o v i d e a genera l i n d i c a t i o n o f 
the types of f a c t o r s i n v o l v e d . I t i s not in tended to make prec i se 
s t a t i s t i c a l ca lcula t ions of differences i n response between the two 
p l a n t s and w i t h i n them; the nature of the method of e l i c i t i n g 
i n f o r m a t i o n and the s ize of the samples does no t a l l o w f o r sa fe 
precise quan t i t a t i ve comparison. Where l a rge i n t e r and i n t r a - p l a n t 
d i f f e r e n c e s are c l e a r and obvious , however, we may take such 
indicat ions as being i f not d e f i n i t i v e at least suggestive. 
A simple count of those aspects mentioned reveals the f o l l o w i n g : 
6 U 
ASPECTS THAT WERE LIKED ABOUT TRESS/SCOTSWOOD 
TRESS SCOTSWOOD 
N=36 N=47 
Respondents who ei ther said they l i ked 
Tress/Scotswood because the work was Job, 
i n t e re s t ing or/and because there was Sa t i s fac t ion 5(14%) 31 (66%) 
a var ie ty of work. 
Respondents who said they l i k e d Tress/ 
Scotswood because of the f r i e n d l y , Friendliness 13(36%) 29(62%) 
f ami ly , or homely atmosphere. 
Respondents who indicated they l i k e d Security 4(11%) 14(30%) 
the secur i ty Tress/Scotswood o f f e r e d . 
Respondents who mentioned they l i k e d 
Tress/Scotswood because i t was 'easy Local 17(47%) 15(32%) 
to get t o ' , ' l o c a l ' , or 'close to 
home'. 
Respondents who appreciated the 
q u a l i t y of supervision (or lack of Management 16(44%) 13(28%) 
i t ) and/or the re la t ions between 
management and the work-force. 
Respondents who appreciated the 
f a c t tha t the work a t Tress/ 
Scotswood was easy or l i g h t . 
Respondents who mentioned that 
the pay at Tress/Scotswood was 
'good', 'very good", or 'bet ter 
than average 1 . 
(1) = Unqualif ied Evaluation 
(2) = 'good pay' q u a l i f i e d by 'used to be good' 
(3) = 'good pay' q u a l i f i e d by 'used to be poor' 
Easy/Light 8(22%) 0 
( 1 ,16(44%) ( 1 )10(21%) 
Pav ( 3 ) 4(11%) ( 2 ) 9(19%) 
( 3 ) 2 (4%) 
6 5 . 
ASPECTS THAT WERE DISLIKED ABOUT TRESS/SCOTSWOOD 
TRESS SCOTSWOOD 
N=36 N=47 
Respondents who voiced c r i t i c i sms of 
piecework or advantages of i t s Piecework 4 (11%) *13 (28%) 
absence a t Tress/Scotswood. 
Respondents who mentioned they d id N i g h t - S h i f t 2 (5%) 11 (23%) 
not l i k e working n i g h t - s h i f t . 
Respondents who mentioned a d i s l i k i n g 
f o r environmental working conditions, 
inc luding bui ld ings , d i r t , smell, 
heat e t c . 
Respondents who mentioned an awareness 
of insecur i ty - whether i n Tress/ Insecuri ty 1 (3%) 9 (19%) 
Scotswood i n pa r t i cu la r or i n 
engineering i n general. 
Respondents who d i s l i k e d 'c lass ' 
d i s t inc t ions g iv ing r i se to separate 
canteen f a c i l i t i e s , d i f f e r i n g 
f i n i s h i n g times e t c . f o r s t a f f and 
shop-floor workers. 
Respondents who said they f e l t they 
were ' j u s t a number' i n Tress/ Just a Number 1 (3%) 4 (8%) 
Scotswood. 
Respondents who found the work boring, Job. 10 (28%) 3 (6%) 
monotonous, uninterest ing e tc . P i s - sa t i s f ac t ion 
Respondents who f e l t there were ' too 
many managers', or ' there was too Management 5 (14%) 2 (4%) 
much superv is ion 1 , or that management 
i n general was poor. 
Working 5 (14%) 11 (23%) 
Conditions 
Unfair 
Pr ivi leges 0 7 (15%) 
6 6 . 
(1) 1 (3%) (1) 15 (32%) Respondents who thought the pay 
was 'not good', 'not f a n t a s t i c ' , 





(4) 2 (4%) 
(1) = Unqual i f ied Evaluation 
(2) = 'poor pay 1 q u a l i f i e d by 'used to be good' 
(3) = 'poor pay' q u a l i f i e d by 'used to be average' 
(4) = 'good pay' q u a l i f i e d by 'used t o be poor' 
* A t Scotswood men vo iced r e s e r v a t i o n s about the system of payment, 
w i t h 13 (28%) mentioning c r i t i c i sms of the piecework system operating 
p r i o r to the mid '60s, and 10 (21%) po in t ing out drawbacks of the f l a t 
ra te plus shop f l o o r bonus tha t replaced piecework. Some of these two 
groups were the same people who c r i t i c i s e d both systems. 
I n b r i e f , then, those aspects most l i k e d and d i s l i k e d were, i n order 
of times mentioned: 
TRESS 
Liked t Pay*, Local, Relations with Management, F r i e n d l i n e s s , Easy or 
Light Work, Job I n t e r e s t , Security. 
D i s l i k e d : Monotonous or Uninteresting Work, Environmental Working 
Conditions, Unsatisfactory Management, Piecework. 
SCOTSVOOD 
Liked: Job I n t e r e s t , Friendliness, Local, Security, Relations with 
Management, Pay*. 
D i s l i k e d : Poor Pay*, Piecework, Night-Shift, Environmental Working 
Conditions, F l a t Rate Bonus System, Insecurity, Unfair P r i v i l e g e s . 
* Pay i n Recent Tears. 
Features which stand out are: 
1. The high appreciation at Tress of high pay and a d i s l i k e by some 
of monotonous or uninteresting work, i n contradiction to a high 
appreciation of i n t e r e s t i n g work at Scotswood but a f e e l i n g by 
many that i n l a t e r years at l e a s t pay was r e l a t i v e l y low. 
2. The importance of friendly atmosphere, l o c a l s i t u a t i o n , and 
reasonable r e l a t i o n s with management at both places. 
3. The significance of 'security* or 'insecurity' at Scotswood 
where 30% mentioned the former and 19% the l a t t e r . 
These features w i l l be explored i n greater depth i n l a t e r chapters. 
6 8 . 
The tables overleaf axe arranged i n 5 columns. Going from l e f t to 
r i g h t , Column 1 1 1 describes a person's name, age, and years of service 
at Scotswood or Tress; i n the case of 'Scotswood' respondents' years 
of service at other Vickers plants are mentioned, as are occasions of 
management invoked transfer between company plants. Columns '2' and '3' 
describe aspects that were respectively 'liked' or 'die-liked' 
about Tress or Scotswood; i n column '2' phrases that negatively 
q u a l i f y what was l i k e d are underlined; i n column '3' phrases that 
p o s i t i v e l y qualify what was d i s - l i k e d are underlined. Column 'It' 
describes attitudes towards experience of post-redundancy employment; 
where 'uneiiKuoyeA' alone appears the respondent has had no jobs 
between redundancy and interview. I n column 'U' negative attitudes 
alone are underlined. Column '5' gives space for additional comments 
the respondents made; they throw further l i g h t on work attitudes and 
expectations. 
69. 
^ JO t( > C | 
+ fl> O 4 • 
* cr A 
P- »< 
"ft" 8 S* id S* 
R " H 
- > (4 









CO «0 f t 
P » j? 
rt 8 n 3 S 
as a 
^ { ? 
Pi O 
rt B 
Z ^ Hi 




X ft a 
01 tv p> 
n * H 
Qi ID 
I PI *s 






CD n n o 
« f t 





f t pi 
i? 
a 





Hi < PI 
PI 
i + a 
ro f t 












CO CO s» c-i > Q + ft 5 0 O 







n ft 8 F Q 0 Hi Pi PI 





ft f t 0 o> 
a 
w •s & H f t H 








iQ H* O A 
O CT H I 





•O H |Q 


















O K A 
8 rr g? 
ft U 
*< 9 *< 
> £ » 
» »< rt 
H* *0 CO 
S sr 8 
* 8 sr 
o >^ « 
H I I Q O 
H 
*< 
Q. Hi Hfl 
H- Pi PI 
0> O "< 
£ £ CL 
3 H- 0 
8 ft *o 
O H- O. 
? M SC 
PI P> 9* 
< ft H-







O" fr > » n Hi 
9 »3 h 
a A a »o 
PI H-
6 S 
3 O f l I 
- Hi pi ^ 
f t •< 
cr H * 5 
PI PI pi (0 





















H- 0 9" 
Oi N (D 
9 ^ 9 
< 9 A 
O •< 
M B 
X H- Pi 
a tr 
9" I Pi 
pi ON D 
I I o n 
a w o 
w 3 
A ft s i n a 
0 A 
c o w 
9^  l-> ft 
ft o 
A 
•O W CO 
J O H 
A 0 H -
CO ft iQ 
CO CO 9* 
C « rt 
H 0 H 


















& » o 































CO 3* CO 
8 PI n £ ° 
f t A rt 
W CO 
t to * 
0 f t o 




















Hi C H 
9" 
Pi 
it o IS 
o a u 
sr 9 »< 
rt A 
< O 
H - 3 O 
R-co2 
A e pi * 5 h rt 
to a Qi o CO f t 
• Pi ~ ~ 
. . 25 
CO A A 










0 CO f t 
0 
a rt \ o 
+ • O iQ 
ft n tr it h vo < 
S "§ 8 
01 (0 I CO C| > C| 
s * 
f t • 
a n s • . a «-i- Mi Pi •• O A »1 
tr i • -
H 
O. r t « < 
_ A 
PS 











w ^ w 9 ?> Q 
to N) tO O «Q • •1 
•< » 0 < 
A A K 
PI 1 O 
u o •• 
Qj 
D* A 
•• •• i-3 
H Ui 3 
3 "«l *0 













































r t H 
O 
o f " 
8 n 
c £ e. 
ft 
a w A 
M 9 rt 
9 Pi 




O rt Mi 
Mi o H 
Pl 
CO A H 
< P> 
W->0 ft 
ft f J 
Is, 
c a n 
_ f t rt 
O A u 




•a a ci * o a a H - tr 
Mi s 
A vQ CO 
H 0> 5 5 i t 
A C H-
Q> Rl CO 
r t P " 1 
«s 
P>\M 
H X Ml 
Pl \ M 
s • 
A 
r i f f ? 
8 
N M 









f t « J . 
O 
CT 
H- CO A 
^ 8 8 
•a a 9 
C \ rt 
Pl o A 
H f 9 
H - o rt 
rt co 























- » •» A 
O Pi 
C 9 






























A O a o a 
o | 9 
< A f t 
A rt A 
H H 
a A 
« H- (0 
fi Ml f t 
H- Ml P-
Q, A 9 
H vQ 
rt » _ 
9- 3 rt 
pi f t 9* 
•Q 9 
CO A 
8 0 CO 
* ° Q 
f t H O 
(0 A f t 
< \ « 
o a o 
OJ 
ft 9* f 
9" 0 H-
Pi 9 
3 A A 
Pi H ft 









O 9 O 0) (0 
I— A 
cr 












































































M 3" pi 
Ml 3 
H 
















£ 3 O rt a 
pi j 
CO t J 
p. H -
3 9 






































O 0 S 
» « 0 iQ A C 
9 H 
Pi iQ a 
to H- 3 
M A rt 
- A 
(B H - o 
9 
I Q UQ cr o Pi 















ft g t A O O O 













Ml CO 9* H Pl C O 
C A A H- CO CO ft 
Mi £ H-
OJ A - PI 0 
O • * H 3 
A 3 M \ 









S ? rt 
A 9* M . M O W 
C A 








to ge u > n 
' PI O \Q yt •• •• si 
CD H-
h O * H 
I O W H 
- p. 
P> 
» O S 
Hi < 




( 0 ( 0 
8 '*3 rt 
rt • H ro to o B> e» < • 9 
0 » >< a «J. Hi <D 
O IP P> 
O" H H 
H- H CD 3 f t CP 
o a P> VD 
CO 
^ C/3 C-i > > 
+ ID O «Q • 
H tr A 
< •• •• 3! 
*. o 9 9 -> a 













Hi f t 
? a 
H- 9 





























V . f t 


















* 3 o a 
cr -
IP H m 
f t CP 
5 8 
9 




< f t -
0 0 9 
H O 
! T 0 ( t 
CO f t - £- * 
• CP CP 
« H 
CP H 9 
<Q P> 







pT 2 8 H P> 
CO ft 
IP 9* a CP 


























f t CO 
pi ID 






I—1 f t 
H- CO 















PI CO CD tr s 
rt pi Pi PI o me H < 9 CD CO 
me 9 CD CP 0) 8 >< CO H- rt m 
ft rt f t f t 0 
0 CO PI \ Pi * 9 9 < 9 rt 0 a 0 0 a C 0 PI rt H 
H a H X 9 9 a C O i •o 9" H 0 0 Pi CD e pi Hi rt H 0 rt 9 
a < 






















CO IP « 9 
O rt 
O a 
co < to 9* 
CD H- Q pi 
H rt (5 H < 9" rt a 
H- CO CD 
8 "cS S v . 
• pi o n h a CD 
co CD CP 
o to 3" H- CD g pi 9 CD a * 
0 f t IP 9 9 CD 0 c iO & 0 51 9 IP a io f t H- pi a to CD c CP CO pi « (S H - 3 H CD CD DJ 1—' 3 H- a 0) U 9 0 «Q IP 9 < 9 a a •< 3 f t CP h CP c 3 H 3* ft Pi CD cr ft f t rt Hi CD CD 3 rt H CP 0 H a M 0 CP CP 9 « H- 0 «_i. 0 e CD Hi < CO a •0 CO 3 Hi IT qo 9 9 a 
CP 
H 8 
0 CP H- 9" PI Hi O f t CP *< ft ca 3 91 9 H - 9* to PI 9 ft 
ca CO PI CP to rt 3- 3 Pi « 
3. CD H i= CD 3 — CD iQ < 0 3 CD (0 n a CO IP o 3 rt a CD c to a 
• -




•8 ^ CO t | > V u n o ifl • • cr » 1 1 ^. * 
5. 1 o 
H- (ft 
M O " 
& -(D Ul 
« f t 
• CO K 
rt a 








CO C4 > O 
n tr (3 









It O ifl 
CO 
o 




rt O a o* 
5 o 
Q. 
g 8 3s 
R a p * 
B w •< 
H- o 
115 





(ft (Q g 
p i g 
St o »* 
8,8. " 
H i * § 
8 g « 
K P & 
s< 0 
0 2 ,5 
>t"v 1 
*S * i» » 
n < to 
a (ft (ft 
n 
Sc . 
c ir » 
H" O 
























a 3 o a 
H 




O * * H-
S- rt D. | J 5 rt 
n O rt 
S ^ 
(ft H> 

















(0 3 sr s 
Hi 


























S- o"8 S o 1 * 




» 3 L b • « 3 A 3 
CO t-" 
(ft 
rt o _ 






























(ft »0 P> 
U H- H- Qj 
3 3 3 
- a (ft rt 
rt a n 0 
O" H-«Q rt 
P* » rt _ 
iO A C 








(ft a rt 








8? £» > 
It O « • 
H er » _ < •• •• o 






8 h 3 + ft O «Q • pi i cr » 
ft a - -o < •• » S co co rt ~ * H . ^ , O ft 3 ft a n R- Pi « n ^ ft < to 
. Q, 0 
H pi 
. ^ H 
rt ft rt »< ft o - » n H Pi 




H- W ft 
o 
< Hi ft ft H b* 
H PI ft 
ft f t H 
- A ! 
o » s 
H ft to 
H 




O ft pi 
rt o a y- tJ ri-
ft ft 







{2-8 » e 
H to ft 
•< o 
3 ft 





pi o 3 ft 
O. r t« J -
H- sr o 
. f a > 
3 




H ft >< 






H- ft iQ 3" XT Pi 
Hi < O P-H 3 iQ 
10 
A 
S ft § 
O 0. 3 
H- ft PI 
S ! § . 
• S B 
g s j 
ft |Q 
rt 2 ft 
O <g g 
o « • 
M d: 3 




t f f f 3 
8 ft ft 3 Pi 3 Di M 
<-!• ft 
c o 0 ^ 
H ft 
A ft pi 
* 5 f* » ft » 
vQ 3 
8 0 K ft A a. & 
pi ft to 
ft 1 
•< < 
Hi „ 3* 
H- ifl ft 
H g B to O S. Pi cr * vo c » » 










(t M z ft in pi ^ 
? O " 
» *< £ 
B M, l_i Ql H I 
• < H rt 
H- s 3 0 u H 
Pi » «. 
H H >0 










cr H - I O 
PI H O 
a ? ? 
ft A 
8 3 f t A 
ft 10 
J Pi 3 iQ B to 
ft C H-
- to cr 
• rt I 
B- H- CO 
l i s 
to 2. "> 3 a 
H . (Q ft 
3" O 3 









































































H K 3 
A 
CO 
H „ 3 








0 3 ty Pi M 
1—' 
03 
0 ft H 3 H- « N 
0 3 3 A ft A 
P> H H-3 
5? iQ ire O 
ire 0 • 
& eg 
«Q Pi < 3* ft A 
rt H 
rt to 3* o ST » 0 
C _ 3 










C Hi O ft 
H H 
. \ ft 
< A a o c 
8 H" It 
PI 
3 3* r t 
>0 ft 









it 3 ft tr 
p. I_i. rt i p " B ( f IQ 
H" 0 rt S 0 O O 
cr » •< 
H cr H-
C PI CO 
ft rt 
Js* oi 8? o* iS* ? n n tr n> 
rt »o < •• •• a 
A A H- P> 
& H . 8 o 3 ^ ' 
-» o •• o f a 10 »< - oo 
(D 0) H " < 
K M 
n co p> 






I? > !» - 0 «Q • n tr • < " •• o 







M f t 













rt O to o* 
a 
H I a 
to •< 
BE 




Qi H- A 
A 3 3 
iQ iQ 
H 3 rt 3 
rt 3/ A 
A fl> 
pi a, 
P J o c 
P- hj Mi (0 
u . A 
A 3 Pi a 
f t A iQ *0 3* (X Pi H 
A p jg 0 
O rt »< 
> » g 
3 «Q * 
ff§^ 
N 6 H 1 
A 3 (0 A 
ass i ? 



























H 8 ssr a g o 










Q> O a 






































O H O 




































f t p n » Q 
M a i l 
H- 0 f t » »Q 
ft IS K 4 0 
* B 
£ • • o $ 
rt CO Hi A 





























9" ff S 
0 4 It 
tr A o 
P> A c 
0i H 0) 
H-
• O S " 
(U k£J O 




< 8 * 
ft H * < 
8 1 H 









Q. f t 











W 3 C| 3> t-u 
fl> pi o ia • 
2 , 0" A 
<D 
« 7 S? 
. . 0 H -
Hi M 









































f t C 
o V 
• a s 
O H-



































M III H 
i t s * 
PI 
rt oi er P- n 
g s r » 




" ? 4 
O" »1 Ml 
A Ml 
§ 1 
( t o er 
M* Ml A 
a w 2 
„ A fS 
3 " M tD 
H- < A 
a ^ ^ 






8 pi % pi Sf <? 8^? 8 
rt S 3 rt W H- M I M 





*S § r j 2* Hi S "S S 
H i S f t H r t S r S i S ? -
ID H Qi _ H p g 




>. r t H I » 
. H Qi ID 
C H* 1 r t 
M si a o 
£ c r a -
ft" * <o 
r t 
• A M» 5T K- g, g; 
r t H - K _ 
pi 8 *S 
2? 




_ _ _ Pi r t B 
r t 0* *< 3* A 
pi A 
a c 
3 H - A H» 
a Hi rt O 
8 A 0» CO 
n ' - « 
ca 1 a A 
& sr S sr 
Oi iQ Hi (3 
pi ca 











HI CT <J <0 
r t ca A » 
3 * r t M 1 -
A A * < 
Q Oi 
01 Ml 
8 2 " 




c» er >Q o n 
• < » H - M ca 
T> 3 
SI ffg 8 
CO 0 * 1 
3 A I • CO • • 











M I r t 
CO Oi J * 10 
A O u) • 
J . " " ^ 
S HI K> W-M- «J ft 





f t 01 ^ tn C( > B 
i t s n o* A 
" < « • • • * 
A CD H - 8 ^ W p 
CO P> 8- " M PI 
3* f t 10 - » 











w t-i > n 
t O 4 • 
n cr A 
" " g 1 
o t i l or 
























































HJ I C O 
H D 5 Ml 
Pi H rt 
8 w H 8 
3 ro 9 





H* f t 
9 9* I 
ro r» 
A 9 
M A O 
H- 9 
9 a » 












9" v . co 
2 < 
9 PI H 
A K B > H-tJ A *1 O ft A 
ft m co 
CO 









X O u -


















rj A 3 









ff f t 0 
A A "8 
o -
O S S ' 
Hi A O 
ig « h 





C r t H 
H " 9 
H ft £ 
a 9* is 
P* A CO 
3 f t 
i § Hi 






























i f * 
Pi 
r i g . 
O 
M Sf A 
Pi Hi PI 
a S * 
3 » a 
S e t * 
3 * CO 
? w 8 
a - { i f f P. 
A o < a 
CD O lQ 







t r i u . 
4 H O 

















n > a* 




j t a P-
H I • • 
" 8 iQ A O * a a 1 
3 N S 
_ a 
A Oi iQ 
H I 
n o p * 
CO 
A a 
HI CO < LJ 9E 
w I I 5 1 
M O CO CO A 
^ a 
• i ? 
9 - 0 tfg S-
• 3 H " 3 
8 8 * 
P» _ . 
rt ° * rt 
a g ft 
- 5 rt 
H . S ' f f 
n A *o 




w. a a 



































A <-l. I CS Oi A >4 
3 0 O 3 3 A 
A iQ H- 3 A 
n O 3 r t i < 
H- ft iQ A H» H-
3 ft 3 ft 
iQ 01 ft iQ 3* 
• 9 P f f 
O Hi O f t f t 
ft Hi H af 
9* A ft pi A 
A II O ft 
II A A 
a 
f t 
CO > X 












S? £ 3? H 
(ft O »Q • 
H O " ® 



























1 H I 
1 » . . 
A S H t O 3 
e I? 
















I S 2f I 
sr 2 sr 
7 B 
o ft * 
\ S 




t r r» 
° s 
(ft 8 H 
M W . 
H " s . 
g Ml 




* f 5 ? 
Pi Ql O 2 0 , i 5 A rt 
g 8 ft> 










































S o o 



























(ft < a 3 o a 
"a 
PI it 
I " »i o 
(ft Ml 
a 8 































i t ' s i 




§ 5r r 
^ a 
miS CO 5 0 
2 M I o 
(ft p- f t 
n n » B s 
n « ig rt no n H -
(ft o o o it jr (ft 
8 5 o 
H- w II 
3 » (6 
ua 3 
3 » rt <^ o . 
? Qi CO 8 "O rf 
pi Ui I 0 Qi 
•O C Pi 




























~ «• «H % 
M cr <o 
12 H " " & 
X o a w 3 
H- if o a\ » 
O •• M CO 
Q, H* 
CO ^ N 







8 S U H 
cn £L( > 
ID O id 




-» Qi tQ 



























































































^ «• 2 ? H- (0 ID 
ID 2 f t 
s i * 
8 8" M 





H ft ID 
8 S " S 
H CO H 



















1 sr i 
> *4 " - O H 
CT t r 3 
H- i f iQ 
ft {B 
ff*H 












^ - 3 O 
I i 8 -
3 « 
8* ff ff 8* 
• < » M I -
A 3 * 
3» Q, 
H- H- 01 
Ml CO 3 




M sr • 
it 
8 3 
3 ID B 
p) CO O 
^ • 8 
M 
ID 
1 a ^ s 3 8 
$ f f ! S 8 H & 9 
n 5 > 
5 . PI 8 
K CO 3 3 O. 
ff « ^ -
Pi P» 3* r t . 
CO i t S I* r 1 i t 
0 t f 9 S B 
a co 
O f t o a 3 3" 
d H ^ p 
N 9 
W CO O 
I? ff % " 6 
U S * * * 
ID 















i l l 
g " H 
ff 8 . 3 









3 - " " l ° * 8 a. 
CO H - u - i f l I t O ID 
• H 1 O O Hi pi CO 
p i H M f t s r j O H -
CO ID •< O ID 0 rt 3 
3 M 1 CO if) 
i - f t pr J" ^ rL < 
ft CO ID 3* H" O 
U . >Q ID ID ID O H-
O U t ) Oi Qi CO 
+ CO O \Q 
M cr to 
lt% 4 ** *' 
"J 
P> 
H - 3 | 
<n § 5" 
• * (5 tn 
M M O 





















t I t 
Pl (0 M M 
M « G < 




PI S* to 8 
rt * - * •• 
f t H - K -» 
7 3 I t v l 
i t n » 
H M t< 
D C M (0 
H- Oi PI 
fl> H- pi H 






























• * S 
01 o 1 \ M rt 




IB * Q 
M P- (2 
3 i_. 
PI . . 
ft «-"• ft 





M r t 
P 8 
Ml kQ 
_ ID 3" 
M - ft 
H* Mi 3* 
3 Pi ID 





























» H- H < 
ST 3 Pi 3" 
O CO ID 
M rt rt M 
f t 3* 10 
pi ID a 
cr 
ID CO 
l i s 
0) 
H> 2 f+ 




3 3 H 

















M I o M r t O 
It f t H f t Q 
• I t ft H g 
Hi * CD J * 
o M Q cr 






PI 01 01 3" -
E L 8 8 2 {? 
to Ef ST ° J JS 
<* 2 I ^ 2 
H Qi Qi 3 
S. -It ct 
. Q ? ( 1 
PI O H- < f t 
3 3 H ID Qi 
a-
3 H-
rt Pi « 
- rt 
Hi 
| sr * & 
H 8 
0 1 S 
CO 
rt co b 
sr rt oi 
Mug 










~ 3 S § 




O (3 3 
M pi m 
M H-
H PI 3 
r* 3 ft 
Ml r t It 
IB <t M 
- CO 
Pi 3 
Hi K IQ 
sr§ 
M 
PI <-!• Hi [ r <-i. 














I s ! 
t-i r t . 
PI pi 






























r t ro 































t r o 
C 3 


















































3 r t 

















M I - i t cr o i 
» ( I < (t o 
cr < i t a d 
C A M 
M M 
O »< 
c f t V) 3* M 







It i t 0 1 
Oi < 
ar oi 
oi (t CO 
r t -
•• Qi r t 
3" 
(t 
I—1 ^ co > 01 CO I t 0 • CO 11 t r (t te 
"8 3 . 
• fl 
a * Q a UI 01 
H - I t o VO Q . 
- j o •• M 3* 
Qi H* (t 
•< CO -» N M 
<t ** 0 
Pi 3 
H Ml»< r t 
ca H- (tt 0i 
3 01 H 
01 M 
H (0 to 
O 










O r t 
Hl*< 
09 CO lO 
K C 
(0 (0 01 


























r t t l 
O •< 
w r t 
A 
*S ip 
CO £ A 
8 8 5 
r t W P-
u> M 
8 
a s s 
\ 3 
r t 
Q A O 
0 3 r t 
3 < V H a A H-
H M r t 
r t o 
•O 
r t 
H- 3 H 
O 9 H A 
3 A Pi 
CO 3 Q 
• f t I t A hi a CO 
\ U 
r t 
< A i f l 0 • I 01 
M M. H" 
** H- a H- t r 
3 M r t 
















































I-- A CO H - O ' - ' - O > 
A < A r t Ml O H Ml 
oi i t o M I t r o r t 
< M p O H- CO A 
A R Mi O H- A M 
c p- M I i t 3 a 
CO Pi f t A CO 
• s • j r sr 
c n j a < 
co o O 
n at i n ^ 
a s 
JE A 
o <7 cS 
Q. M rf8 
CO > u 1 CO A 0 • 1 A M t r A 1 M 
< •• 1 < fli \ H- 2 1 
O 1 O (U 1 
A O O H 1 A 3 ' H- O A 1 
H M 1 Pi \ i 
UI A 1 f t > • f t «Q 1 
•< ! CO A I A > 1 o V . | m r t : O £ l 1 
M r t r t O 1 
ca A CO cr i 
3 < a 0 
Oi 1 o 
3 a 
r t 
c - O f t fli •o \ pi Pi >5 3 
A
s CO 01 O 3* cr 1- 3 3 3 0 iQ 
A
s 
A ^ 01 01 0 01 O •< ^< 0 6 a < 0 1—1 3 c Q ^ a H* 1 ££ A Oi OQ
 
r t A A 3" O f t i a" O 
r t << 
O
Q
 3 H- H-
th <_i. A \ 0) r t 
o H- 3 iQ 
th 
0 i r t CO 
0 iQ 3 Oi 3 3 3* A t r 3" 
f t Ml M A IQ 3 O r t A M 3 01 « O 3* 01 • M a M A M \ •a 1 A Ml 
O A A M Ml *o 1 M 
Ml 
A < 3 A f t p- o << 1 A CO 0 M CO 3* M 0 
8 A f t O M O r t PI 3 3 f t 1 M 
PI - O C A O H" 3 3* 1 H" r t b
o
 
CO 3 3 •9 f t A 1 ?«* 
b
o
 < Mi iQ CO M 1 A < C 3 0 «-l. M r t co
t 
f t A i a 0 
f t A 
< M qo




a t r 
1 
od 
vQ f t 
O M 


























r t co 
3" • * 
01 A 
r t o 
^ f t 
< CO 
A 
2 0 A Mi 
Qi CO 
• 3 
P i t 
A O 







a f t 
r t A 
0 g CO Hi 
E T 1 
§ 3 
a 





•o ^ cn c i > 











M ai ro 
ca ca Pi 
w r t n 
ca 
O" A 
•• «• f i 
Pi 




rt 3* Pi 
0 (B 
0 A pi 


























































































































f t PI 
A f t ft A 











a g o 
*< 3 Hi 
CO CO 
ft pi i i 
A rt A 
3 £-*S 
O" Ml H* 
C PI H 
f t o 







W 3 Z 
8 P- A 3 < 
^ ft A H 
< f t 
O O A 
ft M rt 







_» i, i-h rt i ^ + cn 6"J 1 CO VO H- H A A o ia • 1 A 01 th
 














u . —A 3* X 0 H Ui H 
: s O O A K A e Ul f t 
0* in 3 ft A H o i N A PI 3 3 i pi 

















0 Pi A PI I rt 
ft 3 10 3 W H 1 CA 
CO ca ft M CO I € 
€ Hi Ul. Pi CO I 0 































































.. CO < 




























































































•8 % 8 




















0 9 3 
co H m 
r t V Hi 
co n 









Hi H3 H 
M H- 3 
Pi A pi 
rt q ft 
A A 
1 < A 
Oi O C 
ft H Pi 
A « * rt 
- * 
< f t 













I ^ CO u > -f + 
CO f t Q H w 






I t O iQ 
1 ff I t 
£ " " j j 
8 & 0 1 
A •• *a 











*u ^ <n Q p >J 









0 ..a * 
I—' o o, Q , 
01 to 
f t _ . . 
A I f t a •< o 
HI A M 
U > H - 0) 
U 3 1 
01 CO 





C T A 




cn <-* If 
A 0 >Q • H cr A < •• •a A 
o co n o> A H 
p . p n 
9 9 0 
I I I "S • 9 
























CO f t 
3* H -












H " A 




a\ T J cr 
0 oi S 




f t f t 
a o 
H >o 




•0 Q O 
H d HI 
oi a 
3 *S § 
CO H H 
0* W 
H " cr \ 




t * i t a 












H * a •o 
[f M 
3 01 
f t CO 
> 01 
0 O *; 
< 0 
01 H 










































• O A 
H * < 
A A 
O H 
A • < 
8 * 
XT V O 
A A IQ 
rtl3 H 
O A 
A f t £ 
3 
a « A 











H < O A H -
01 01 X 
O f t CO A 




CO (0 H -
A f t 3 
A iO 
3 f t 
A O 0i 
a f t 
oi 1 cn 
CO o 8 
c HI i 
n oi o 






















£ A* £ O* O 
3- s « H - a 
A *< 3 A 




f t 3 
H* O 
a H I (3 cT 
0 ^ 9 




1 0 35 S 
M O « 
01 H 8 CO < 
f t 01 
CO IQ 




















































01 A < H- Ul. H 
U C 3* 3 H* A 
•O Oi A iQ f t 
H H 1 ( I I H-
H- H - A 3 D" H 
A f t iQ O A 
a *< co H * H a 
. X 3 »* S 
O H- A 9 9 
PI H t iQ i t 
3 H i 
H- U . O 







p f f 
f t f t 3 







O 3 A 
A A 
3 H 
H - X CO 
3 A 
















3- pi * 
a ^ 8 
CO M 
co g a 
ST r t 3* 
^ 10 01 
Qi S (S 
o o a co 
•O r t 
A H > 01 
3 H | l < 
• A 
p . a 
f t 
o; c , > n 
A 0 tQ • 
I f f * 
n to w H-
3 








O) o i )» Q 
II O it) • 
M tr A 
• *1 
S > (O A 
a H 







0 (D M 
o> o 
t t i a s ; 
Pi & A 
1 pi pi 
CO 3 M 









*g * M to H 1 
M n 
H- < o H-
to A 
M 
3 CO IQ 
CO Q A 
Hi O 1 
II I t H' 
1 ID O 
* i a 
A 0 CO 
0 1 a •• 
f t -» •< 
O - J CO A 
ft Pi 
M M 
A IQ CO 
01 A 
H 
t i }» HI 
O iQ • 
tr A 
< •• •• as 
H- PI 
8 *»l Cfl CO O ui O 
. . H 3 
A - a 




















CO 3 ft ca ig 3 
A A 0 rt M c 




be 2 < 
A H-
3 1 
A 1 cr 
rt & c A 
i n &• 3 10 rt 
M A A m rt 
01 M M CO 3 A 
n ft A O •1 
A 3 
• H- C O 1 •a ft 3 cr A 0) 
rt \ 3 H-
£ H- A iQ a 





01 A O A PI 
























































































H- ft w to 
A < 













8 8 B" 
3 3 < 
CO CO A 
rt rt _ 
Pi Pi "O 
3 3 1 




















H- H CT Ml 
3 01 PI O 
rr a M 
h if H • 
O A *< 3 
a n A 
r t f t | 





01 a 13 
3 H- M 
























































































18 % jj 
o § 
E r a 





I_I. g* »0 
O A M 
cr o A 
- 01 HI 
C A 
H-ffl 1 
S A M 
A •g H* a 
H ^ CO 
rt < 
w a ^ 
( t < Q 
H- 01 O 
_ < a • sr 
8*r j I £"» g 
" " I tf O 
A a 
ft rt 


















_ B » C 
PI H I C A 3 
N PI 1 Q S 
•» " i B-B 
i a r t H* 
i * a - er A 
3 • A I-1 a 
M 9 a r t 
• J . A « J -
s 









































e f t 




















< < 3 * 3 - 3 - 0, 





a H- oi 
H - a M t> 
a H- f? 
PI A o 
H- 3 5* 
rt a ^ 5 
cr 
H- H* 
3 • < 




O f t 
S* CO " PI cr Q 
^ 1 8 
8 ? pi 
o 
a 
pi cr -s A a . 
a A o H 
sr A 
A PI • < a 
I 01 A U Q . 












H> 3 tr * 3 
O A C O Q 









co Q > r_i 
A O uQ • 






• < 3 
A Pi 
H to 
C O N J S ? 
r t oo A 
3 
01 (4 > > 
It Oifl • 
n cr A 
< •• p 
8 m cn r t i - 1 ro r t 








O r t 
CO . 
8 ft 
2 ^ CO U > 
PI + A O vQ • 
< M CT A 
CO M pi < •• S 
8 H H M H ' H -to n S U I H 
r t < K » < A P- o i r-» 
PI A M H-
H Bl H* Pi _ . a n -* A p 
( » co ro 1 co 
+ PI *< 
ft <p 
PI 
pi ro < 1 
3 H " CO 
CA • < o 
M I * >f 
A pi A 
I I 1 1 




1 truj Hi ca Eas 
H « A t t-1 Pi M W CO 3 3 \ 1 6? •a C 3 * M A 
Eas A Oi 3 H- H* H M A c 0 5 Ml o PI O CO A H- o 
Eas •5 01 ft 8 £ *• PI H CO *5 rt M 0 c 3 | >< 0 H A d A ST A 3 0 (2 < A •a A H- Si A 3 Hi A 3 M rt H- H- a. 3 « M H- M H- CO A c o 0 1 3 1 0 < CO P I \ a A rt H* 3 3 cr H> H- PI ft < A 3 o o >< 1 OJ ft PI rt H < H 0 ft rt j t 3 3 M n i D. ft c A 1 ft (0 CO Pi A Pi *< A < CO X 3 * iQ 0) A H Oi | 3 H Ul. vO < H P- A A • C H- < - \ a 1 % 0 Pi rt Q K J - 0 A A A O Qi H I in < O M {? Hi < 1 A Ml bo 0 A 3 * cr rt • CO * 0 •5 0 0) A 3 PI Pi ca 0 1 H 
bo a CO ft O ft A A M ft * o 3 3 A M 1 A CO c PI rt S \ 3 Hi rt 
H- H 0 < pi | - PI Oi H- A >r | Q rt »< A 0 0 3 CO <a A •a PI 3 \ c H " 1 M 0 i iQ 0 M M vQ \ PI M M a "P C £ M 3 " * < ft 3 1 H- ft PI CO 0 H|k< Hi ft < H- A a 5 3 A A A V 1 W CO < 3 " 0 H H PI ? A 3 3 P- 1—1 M M 0) A 1 A < A H- a s Pi H- 0 3 A a 3 " Oi H- •< rt iQ rt 1 Oi 0 M Hi Hi S Oi 3 * A A ' 3 1 Hi Mi 3 " | 0 PI rt sr H A t H - I Q * A M A e 0 H* A | a \ 0 p- 3 0 S A < PI PI H- M CO 3 M | A 
H ^ 
CO \ o O H 3 0 vO 3 PI ft A • 0 H- A | 1 
8 








CO < O 
ft H- H 
pi CO Pi 
H I CO 
Hi OJ CO 
" Mi n 
Oi Hi g; 
3 2 S 
A I " 
- 3 H " 
g 


























CO < C O O 
( t o g s 
01 C O H -
H f t f t 
A a U A 
rt Pi O Pi 
7 8
 a S 
M Pi >< 
A 3 
• QJ Pi 
ft 
•8 
M O* PI rt 
A c co sr 
" H - A 
. H O 
H- a rt »o 
• - H - br PI s A • < 
\Q M 
ca < - 1 0 s 
A Pi 
38 § 
to f t 






































oi ri fo 



























M f t 
A 
, - . OQ Q J . c, 
+ A O iQ • 
n t r A 
P-0) 
§ A 8 o3 
Ml Pl •• O 
A M M 
M 4k 
M Pl M CI 
A f t M 
a *< H-
W A 9 
Hi M pi a 
M CO M A 
O < CO M 
3 P-




(/I c< > 
A 0 <Q • M o* A < #« a F- PI 
Q 2S Ul < 





















r t •< 
(§ 3 
M 
* f Pl 
cr w 








S S B 3 
CO t - J . 
9 * O 



















A Pl iQ M 
C F-
I- A 

















3 i q 
A O 
— 0 \ a i—' 
p- a 
*• o 








» n - n 
H r t S 5 
(_• C i -
o » 8 S 
< A 
A F-
M 9 0 
ft O 
9 * 9 
A A 





Pi f CO «Q 
O Pi 9 
? 8 f t 
H " 
01 





























A I O A 
< 5 d» 
Pl M Q 
CO pl CO 
9 w 
n r t 
O A i 
3 A 
A a 
Hi < 9 
H 0 g 
F- M 
O X ft 
F- C M 
o n -
3 a > 
f t O ST 
H" ft 
H 8 8-
ft CO Ml 












- r t 
• 0 3 
CO pi O^  
r t 3 P-



























3 N M Pl 
P- 9 
r t 
« r t O 
A 3 * 
1 5 H 
< ft o 
P< CO 
n A 
8W i ? S "S rt tj A a 
10 ft co 
5 a PI % 
& r t a S -* o 
Bf M A 8" 
6 A ^ rt rt pi * rt 
O it 






9 $ pi ft H 
V A 
A 
0 1 3 * 
O Pi r 
0 1 P-
8 1 - 1 
r t 3 * 
CO A 
o o a rt 
<_l. H 
C A 
3 r t 
















A 9 * 
3 (§ 
r t p-






9 * « 
A PI 
P* 0 * 
A 5 
M 
cr> C( j» 
It O iq 
H tr I D 
^ 













C| S> tfl 
O iQ • 
tr ct 









^ Co Oi > 3 > 
i I) O iQ • 
rt i tr CD 
1 Nl < •• • • O 
01 H- * 
U ID 3 0? N) 8 
Hi pi •• M CO 
PI* 












V c co rt 
0 ft 



























CO Of o a ct 
H 



















Ctt f t 
\ ct 
8 1 1 
i< Q, 








































•a oi oi 
M H f 
* J J O 01 01 CD •>< 
CO 0) 
I 
CO H-a rt 3 
H - c rt 
° * S - H 
<-!• CD 
O K IP 
8" 3 ff 
rt 3 
H- 3"vQ 





















































9 H-a 9 
H - a 
ft ID 








H . i< 
































a H I 



























a sr ? n 
a Ml it 





§" 3 C0* 
9 N 3 
O Ct ft CO Ul. 
ft o » o> or a a co 
Q, O * 
' I ^ 
» >< co pi o 
m 2 C pt o 
ft c 
9 a 
o s a 
H I D 
& 
?ffff 
jj_ 9 CO 
CO c o ^ " 
H - Q C 
O O n 






















- ^ . 01 












S CO tJ f t ^ » 
rt co co O 
9* H Q O re oi d 3 
3 » f f H 
8 8-
a it CO * 
PI 
I 
I I I ? 
H- 01 
















g" ft CO 
c cfo H 
3 CD M O 
rt 0» o 
H - fli g * 
H ft Ct H-
CO 3 
« co - £ 
rt O ft pi 
C' J? 25 ft 
H CO Ct < It 01 
3 O O 3 
It 0 rt »< 
3 a ct 
rt a o 




3 fli ID 
(D rt 
(3 co Pi 
^ 8 ff 
8" ff H I 
ft < H-
3* O CO 













co w o 
8 ^ 
ff Hi ff 
a a PI H-
"V Hi 
H I L J . H I 
It O It 
ct cr i 
H* Ct 




a it ••g 
•1 
tr I D 2 a 
rt 
rt g 0 





<3 f t H 
f t 3 I I 
CO CO S Ct 




O Ctt ID O 
C Hi H S 
H> Ct 3 
a "t I Q it 
H ft 3 
sras.-^ 
A o i b • 
n cr (6 
8H c »• T pi 5 pi 
" 8" H 
M f i H 
W l H 
(B 01 
> < M M 



















^ 3 •< A 
w O 01 





w Pi rt 









«. •< o o n m o 
to A A iQ PI O A 
PI A •O 
Ol u 3 > t 1 
A 0 >Q • M cr A 


























O \ 3 
0 Hi F-
a pi VQ 
3 3* 
3 H- r t 
A H to 
3 •< 3* 
F-
ft 01 Mi 
O f t r t 
« l > 







r t r t 
O F -
r t •< 
0 O 
1 M I er rt 





















- » A Hi 
en a o 
H- ft 
S 3 f 
Ui 3 
O 
cr M I F -
A _ 3 







3* F - f t 
Pi 3 A 
Oi M 









3 *< a 
\ 01 




< F- ft 3 vQ pi CO a 
0 3 3* A S A to 8 5? 1*1 rt A Pi 3 3 
A M M 0> A pi ft * 








l 8 3 
rt PI 3 3* o 
F- to iQ ft A a rt 3 O M 3* 
•0 0 Pi ar A < F-
F- a 3 P I Pi 3 
< A a. M F- to m 
Pl O 3 a 3 to 




A 0 A F- •< 
th
 3 


















• Ml PI 
Ml t-> 
A 10 
Mi A ft 
Ml PI 





8 . 9 
A Q M 6 3 Pl 
it c F - M F - a a 3 ^ r t 
F - « X J rt 
<-!• to >v. y 3* 
o > » P I 5 
cr Q I H g. s 





0 0 A 
Ml Ml 3 
rt rt F-
•"T 3* 3 
A A A 
A 
s§ & 












f t ? 
0 A 
<£ O 
















p- A cr 






A 3 f t 
3 «+ ? . r t F - A ca 
• M S 8 
sr 
8 S 
3 3 * ^ 
F* F- F-
^ CO 3 
ft A rt 
I Oi 3-
to M A 
3* 3 
F- F- a 
Ml 3 F -




























3 a i 
1 
Qi 
M M A 
3 X CO 
A f t a s < 
iQ CO 3* 
8 A O 3 
a 3 
A 3 St* 8 8* 
3 O 
A C 
3 a 3 
r t A in p 
01 3* CO 3 
3 A Q CO 
Qi O F ' 
* s srs* 
a a 
3 3-











j£ H > t-i 
A O iQ • or fD • a 
0) 
co in H 






























• • ( i t } 










H 2 ! 
< Pi 
























f t pl A 
3* 3 < 
A Qi A 
3 M 
CO 3 •< 
A pi cr 
H 3 O 
< P I a 
A vQ •< 
01 A 
M X 
< CO 3 
H - A 
< A 
Q , o 
8 £ 
3 M 




r t 0 
o> 
3 
H - i a 
i f l P I 
3" •< 
r t \ 
CO H-* 
3* 0 
- H- o 
Q. Ml pl 
far f t H 
f t CO 
fcr i a 
Pi A 




































A f t 
M CO 
A 
O a Hi 
H- A x to 
A CO 
Ou 
g P) M A 
3 Oi Hi 
Pi H- r t <S CO 
A it) CO 
M C A 
• tf 8 
3 a 
p . a s r 
o 
3 
S P I 
A Hi 
H- H-




0 f t 
A 
H. 




A r t 
M r t cr 
A 3* C 
vQ A f t 
H* I I 




•a a M 
»* o 
3 •< 





' o a Hi 
H* Hi 
O I H-
3 . 8 
ft 
r i S 
pi a 
r t 
3 O Pi 
c 



















































Pi r t o 
3 CO f ) 
Pi A Pi Ifl H H 








r j S 
H | « t 
PI 
8 
8 § ^ 
S f l . -
ft S 2 i 
•5 H- A 
A 3 1 


























3 * % s 
r t < 
• P» 
3 
l{J - M 
•8 g A 
Pl O PI 
3 H CO 
CO ' (Q • Si 
M CO PI 
« 5 
M H- A 
Pl 3 CO 
f t A CO 
O A " 
H H I 




3 * S 
8>§ 
A A 









S t ? 











2 3 « r t 
a A 
? i g 
t?l 










H* A 8 §- if 
O *4 
a x rt 








W ft o n o 
cn 







£ > B 0 vQ • 
t r A ^ 
p* 





h s a 
rt 3 ? *9 *o A it m 




A ff Mi 

































1 8 ^ 
- 9 rt a H-
Hi rt H 
O pi H-
2 9 9 
A ft iQ 
H- H CD 
•a < 
? • * 






J - 3 
ft" 
CD 












£ $ " 8 a 
F- N H 
£ H- ft Hi 
W 9 F- P» 
• * a » 
A 9" CD n 
a * s * 












J • I 














HI pi tr 
H- « vQ 
0 » 
3 , t t 8 
PI H 
1 0 51 
g" 




< 0 * ! j U 4 r t r t < $ rt 
S-r" CO (-• CO £ A M* ft 
-^ « ... to iQ (0 











CO |_, CO 
Q *0 ^ O H * £ 
H. A 
A M I 
a H* 




















cn c-i IP >-3 
A O iQ 
n cr » 
< •• 









W Q J> 



































0 (B M 
1 Q i » 
0* 3 
ft 
A pi O 
(0 3 
S ^ g 
P. 
Pi CO \ 
M A 3 
u . U 0 

















• f t 
tn 
I 




















Pi 3* S 
S i * A Ml H 
H ft H-





















H- 3 O 






a pi IQ 
» cr 2 
H . f t (J 
» » g 
J O o 
gf * H . 


















f t * 
* o A S 
PI CO 
8" 8 5" 
C ft O 
ft a M 




tr A PI 
A A 
A H a 
3 H* O 
3 N 
g * g 
a Hi 
A H- A 
H 3 
H 9 iQ 
A « • * 
O. 3 
C Pi I 






< u . pi 
0 0 3 
* tr ft 
A a H-a 3* n 
PI 
p. a pi 
3 , 8 B 
o n e 









a > a 
O iQ • 
0" A 01 
•• »• pi 
















"2 CO (6 PO A •i ft 





od • J •< 01 00 A A H 
0> »< 01 
M A ft 
0) 3 01 O — o. M H 
JO 
O tfj • 
cr A 
•• " CO 

















rt rt A 0) 
A 3 







H 1 A 
0 A M 
3 a 01 
iQ 10 tJ 
ft 3 A 0> 
0t 8 g »< CO 
A O H- CO 





























° s § 
ft H-

















































A O 9* 
0> M 
ft - CO 
3 > 3 
O 0) 
pi HJ to 
•a »• 
CO O H-
W M 3 
H- ft (Q 
h- C 













rt H- A 
3* CO 3 
Ql ^ 
3 Q. H-5* H> 3 
H rt A 
A f t A 
















o" § *" 
tr 3 ( 
H- oT „ 




^ A 3* 

























Ml iQ It) | 
A ^ Ql Qi 
3 _ 
Qi V . *0 <-!• 
H f f » O 
•>< <| << or 
I d " 
»< PI 










» PI I I 
to M A _ 
01 S H 
<-"• 3 O 
•tJ O r t « < 
B» O* H » 
8* " a 
A Pi M 
11 8 
CO 































A a a* 
rt »o 
A I 














ST If rt to o oi 
rt » •< 
u . a » 
0 A rt cr 
H H" f? 





















3 H " 3 3 
Q, vQ 




•a S ^ IS ST •3 CO H" H p 
A — Qi H 01 
0) c c 
M 3 kJ.lr) CO 
. H> O 5 A 
« • H-
A A 3 n 
u M >0 A 
•< CO CO 
A 0» CO 
- O 0) 
r t { 0 
0> O A 
a n f t 
' • i t 
a 
A •* 
A a » Brt 
3- ft " 
H-. a A 
C 3 
1 rt « H> 
A ft CO 
A CO S 
>1 O ft 
A 3 








H- to s; 
rf£Tg 
3 S M 
- O A Q< 






























9 > w 
O iQ • 
or <D 





C | > ^ o tg • 
tr to .. .. g, 







•0 o 01 £ iQ -H o 9 01 c 01 3 *a o *P £ (V ft * • A 5 9" CO A A 9 (0 
n- n i 
0 0 (0 01 £ 9 01 rt s £ (0 (D (A H- M 0 3" H » w H W 
we m H' A 
we H- 9 










rt 0) ft A 













































0 1 IS 
£ •< p-




A H >a 
0) 
n 
** _ . 
g *• R 




to 9* O 
g H- H g. s a 
•< cr 0. M M 91 O 01 
9 9 C 
O K i t 
















01 H- ft £ 
9 Hi 0 O 
a g c 
H- O H 
9* rt * a 
A >i 
£ O -
CO - o 
a 
« ft cr 
ai ft o o» 













3 ? " 
S 9-5* 





































Hi a u 
O H O 
M a o 
< 3 . s r 
Hi rt £ 
CO A I 
H- 9-
9 A 
W ^ IO 
W A 
<^ H 
CD *Q < 
PI A H-
1 H Q 
ffl H- (I 
w O « a 
CO VO 
«• 






Q > 50 
O vQ • cr a •• •• o a* 
as N> A 
B w H 





































(0 ft 0 cr 
Pi o 



















a o cr 
ca a o 
* • P - P -
H- Hi (—• 
H H|>< 
H A 
A H PI 
Oi A 3 
3 a 
P - f t 
3 < * 
A H-V. 
8 * 3 
M - CO 
CO P -
A A O 
H 9 3 
CO P -
. - O 
I Hi 




s r i * 
S I 
P- YQ 
H H- Hj 
8 3 H iQ A CO 3* A ft (5 9 




H- iQ 3* O 
3 PI •< 
8 (6 «-k a n 3 pi o a • *< er OJ rt •• a 









rt P - PI 
7 3 3 
Pi iQ •< 
3 
u . H 
ft O A 
g* t r » 
A CO 
P - O 
a co s 
H cr & 
* i f 
• f t 
•i 5 •< ft 
PI PI Z vQ 
3 Q A 
CO »< « rt 
A ft 
S t_|. B* H-O A S 
H CT - vQ 
A CO 
I Hi 





















cr 2 3 
A 
Hi CO 9 





N p. H 
*" 3 A 




g S S 
P - f t M 
3 P * SJ* 
H ft A 
•< P - M 
< CO 
CO U . H 
A O Qi 











PI A M 
ft CO 
ft 3* A 
p. PI Pi 
f t a 
I » s 
A H-
r t & S . 




cn «_i > 61 
A O «Q • N
 v 9 -^ 9* 
- 8" 5' 
U> C CO 
H 0 




3" CO C t 4 
3" O P-
H- H Jf 




& 4 • 
•D » 0 m 03 cr 
A 
\ - i 
H > -
O H- A 
CO iQ pi 
A 3* CO 
ft H-
O H 
H a c 
A H- l5 ca a o 
•0 3 3 
A -
O ft 

















a a r t •• H-
A A f t 
H Pi 
3 
S * ^ ft 
" ! ? 








































& 2? ^ 
cr <o 
8 o? vo 
•• A *0 M (0 
- ^ sr 
O 3 





CO C| J * hr) 
A O vQ • 
i cr A 
< •• •• CO 
P - P -
_ oo *o 
•• M CO 
A O 


























O ft 0 
P> 9* 3 
0 A A 
CO 
A Hi 0 
p- Mi 
ft 3 
O P - ft 
CO 3" 
3* 3* A 
0 \ 
3 co cr 
A rt A 
\ 1 I 
M O ft 
A 3 
M vQ tp 
ft C •< 
P - 3 P -
0 P - 3 













« 3 o a 
M p» 
ca •< 
8 3 ffS 3 w 7 A 
3 3 A ft 
A rt 
i< u . oi 
• ~ O 3 
- g o - * 
H" a 
H ft P» 
n co rt 
A A P * 
a H <n 











. M 3 
H> B) a 
a a 
(0 
SS- ff R 
3 A 
ft cr rt 
A A *< 
M 
- p. iQ 
CO 3 A 
CO B> 
a P - M oi a 
* A I 
^ o tr 






























P> P - 2 
P- 3 P -
A A 









M O B 
H, 
01 >< pi 
a i ? 
3* a rt 
A P-
oi Oi x 
i t s o 
- M 









































































A oi a 
01 vQ 
9 A <->• 
p- n o 
a »o cr 
3 P" > N 







I H" Q 
3 C < 
cr co 3 
C O M 
ft 3 0i * * 
A 3 
p- a rt 






















P 0) id 
(0 3 Q 
3* a 
Oi k< 
M O Oi 
a c co 













« s r 3 a M ft N 
A < 
ip ri 3 




5 3 ! 
8* fl> N 
3 A 
C Mi M 
CO 0) ^ J ? 
I O 
0, i< 
CO > ^ 
$ 1 
01 A 
r t - i 
8 a 
3 0) 

































u - A 01 f 
O CO 3 P -
o* ft a x 
01 A 
MI cr A co 
O H M 
" £••§ S 
py aa 
Ml a CO A 
A 3 
- P - rt rt 
• 3 O 
• id O 




' B if 
P- P" H 
H OI ft CO 
i< h| p. p. 
vQ IQ B 
P- A P> t j 
3 H A CO 
a m; o 
0 v-J. 3 
" P- 0 
3 0" P* 
a g CO 
3* 6 P> 
A 5 3 
» ft iQ 
* I A 
t4 o cr 
9 Q 
•< O 3 
A H 
CO 




















O iq * tr CD 
•• •• <n 
Ol h-« 
6 o 3 
-» j . u p Jo 
M N) A O vQ • 
H 
*< W < 
CD CD H' 
» K Q 




0* CD (A 








































































































































































PI f t I 
CO Pl 9 
X 3 2 
M p» 9" 
H ft 
A ft 
a f ? £ 







H I a 
. 0) h-i 
M oi 
f j w 
u s 
Pi * 
n I cT 
ig Nj. r t 
0) 01 it 
H ft H 
& E? 3F 
O 3 A 






» < ft 
H- 3" 3* 
3 A O 
8 3 C 
ar 3* 










hi 3 • H W O 
iQ § Q 71* O A 
H- & c A ft a 
a A - io 
CD hi 1 H" J i t 
3 - A rt O O 






• pl CO ft 
a ^ 8 
o 
cr H e * 
ft 









































» ^ 8 
s - s r a 





W Cj > Q 
A o ug • n cr is 





a pi n 
n 
tr 










O & 0) 
3 0) 
a oi 
O HJ PI 
A 
C 1 cr sr A H-
A 3 ri-ft 
O 




fc* • * 0 H-
3 3 
A U3 
n ft n 
rt 3* H* 
» » O 















rt u . ^ 
CO O A 
tr rt 
rt rt 
3" 01 A 
A rt rt 
^fS B 






















 3 A 
if rt CO 








Hi *0 *0 
H rt F-
01 A A 
* s r s 
rt rt £ 
0) rt O 
rt A rt 
A a * • 
o* I 
2 1 































- 3 * 









C | A 
O 3 




















3 M rt 
rt O H-
H- ft 01 a >s «+ 





A <S O 
























8* O rt 
<a at 
c-i > <-> *> w 
to n o IQ i 
»< i c f * 
A ta < •• •• 
01 A H-
H M. Q 





ca it* a 








Oi C-4 V 0) 
A O iQ • « cr A < 

































































n Oi CO -
A rt ft *4 
Q ft 9 h a 
& fcr 5 pi a 
N CO 3 H-
H- rt •O >Q H 
It 3" 3 1 A »< 
< A A M -M CO 
01 A Ml 
rt H" 
N Oi PI M 
A Ml 0 S 
H Ml ft «Q 
01 0 1 
tt 1 0 0 
H- 3 a < 
O cr CD 
3 a 5 CO H 
CO rt A o •< 
M o 
M H- Ml 
01 A 
H < 
3 * . 

































- £ °" 
























3 - u . 
O O 










- oi o 
cr rt 
ft H- A 
ft H 
H- CO 
f t 8 " > 
a H A 
H- P-tQ 
a 3 A 
3 « i t 
H-
ft 01 ft 
f t H-
r J r t c S 
ft H-







































cr f t (0 A A O M 
5 K rt 3 i i Hi pi 
8 - l g ^ o , 8" 
• or A t 
H U A 
A 3 





oi c g 
3 ft R 
a o A 
r t § -
S ° 0, 
S* 3 n 
rt 9 - S 
3" H" f t 
A 3 A 
I 1 





























S? & 3 
a or a 
pi as A 
n 




CO Cj > r j 
A O 4 • 
h t r i t 
— • ** " 
» 3 
- J H-
•• F- fa 
p* n 














£ £ " 
cr A 
P 























































a rt *-"< 



















ft rt > 
0 O rt 
•O 
< - O 
3" 3 
01 Mi A 










a t-> rt 
F* 
A 3 rt 
W K- 3* 
rt ft A 
3 





rt C 3* 







t_ i . pi 
O 3 

























































3 sr • 
ft F- F -



















I 3 A < 
CO P- CO P-



















0i < 01 
3 A 3 
Qi A Qi 
0 3 o 
3 CO ft 
M 3/ 
* F - A 
P- P 1 3 
p. f « 
H A V . 
A Qi Q 
3 
S CO Ml A M 
3 a F -
- F - O 
I f t 
0 -
K l g , 
Qi O 
Ml 
F - 8* 
I- f t 
s r 1 
a 
A a 
i 3 » 
a r i g 
10 F - F-
* • o» o 
F" F 1 3 
F» -
A A A 
S ffi n A F -





























8 J * rt 3 Ml a 
IN 
rt rt 








H - a 
Qi u i . 
3* A O 
Oi Mi a-
< F-
A 3 H 


















t r oo 
c 
3 F . -
3 
» 5 
8 - 1 
S a t 
r t 
S- rt A 
J l Ml Q, 
t o o 
^ rt 
















A CD rt -
rt 2 
A A 
F - A 
rt U 
F - n 
3* 01 O 







SB - O 
pT •• 
CO •« 
it y 3 
CO A 01 
a a r t 
• 
0» H» -
S 3 i 
ft? « 
I ? •< 
ft 
i d i & 
F* CO 
3 m to 
A •• 
A (-•• 
rt p O 
5" rt ff 
IQ rt 
- A CO 
3 H-
I f t 3 
CO u . 8 
A O 
rt cr f 
ft •• A 
A - Oi 
7 I * * 
a 3 
8 " ° 
a < <->. . rt 
f t 3* O Ml F* 


























rt 3 § 01 
rt 

















3 £ £ 
•• A no 
S? 9f 3? ^ 
A O ifl • 
is. _ •; - gf 
r: * 
•o 
K CO CO 
< O 3 
































£ 3* W ( t » V 
0 
to rt c 
O H-
# ft rt 
_ j f A cr A 
A 









s * f 
S ft g 
l i s 
Ml of 
H O 
8 2" 3 





















• " 8 * 2 f 
Mi O O M A 
A Ui *0 H CO 
< M A 3 
•O A 3 -
•< H f t f t 
A pl CO 
PI Q ,Pl M 
M A •< O K j 
CO cr X 
ft H" A 
' S - - c * 
O < < ft H-
























f co a 
CO 10 \ 
% a o 
rt 3 M 
ft 
NJ - J 
f t 
3* O S 
pi A 
8 1 ? 
§ 
CO A A 
M n u . 
S " s g. 
0 1 sr s « , 









A ST f? 
f t A 
H- ft CO 
1 3* CO 
A A 
I * 
rt C iS 
• 3 A 
rt O 




u> — in 
to A •< n 
(D >Q < 
PI ft H-
2 H- 8 >§ S? 
O 4 • 
cr A .. .. H CO 
w Pi 
O PI a n 
ca in Pi 
rt »< o 
M A II 







A - rt 
Pi C h 
n u n 
3* - P> 
o A A 











S 3 A A 
3 " 


















8" H i Q \ M 
8 vQ ft H-0 ft ft 













PI A 2 3 Qi 
C Sf 
3 ft 
vQ 0 A 
A 3 A 
rt \ P 
O H-
A 






m pi iQ 
PI *< 3* 
H* ft 
*i Oi 
H • * 0) 
K a ET 
•0 H-
H* C Ml 
3 rt rt 
A \ 
n a n pi o o 
co H" rt 
rt 3 _ 
y 
ifl H I 
O H-
£ 3 3 
•O iQ >Q 
SETS 
£ A H-
A CO 3 
A A 
W CO 10 
9 Ml |g 
C/i u > co 1 A o • 1 M cr A I CO < •• s 1 A 0 1 M 2 
O M 1 < PJ 
A H- M 1 H- 3 
H H- 1 Q A 










































81 ST 2 S r£ 
O A 3 0 3 7 
H (t ifl 1 A 
A rt H- A A H 






ft »-»• < 3 Mi 
3* O A vQ C 
A O* 3 ft 
pi g 
H- 01 3 R 









































in s r_i f> > 
A O O iQ • 
M H CT A 
< * • « at 
H- (0 > 
8 n 1 } S u r f •• o A *o 
9 










CO C | > O 
A 0 iQ • 
H cr A 
< .. .. g 
8 2 2 3 
. . H (0 
9 O 
































































































































H- (0 V 
3 A pi 
















O ifl • 
tr * * 
o o 
CO Ul ft 
A M ft 











OJ H )> r j 
A O UQ • cr A 
8 1 w g 
• • f t H-
ft 3 
- » A CO 
















A P- (S 















rt a r o 
<-!• H "S 






















































O H 4" 
Ul -
3 w Ml 
• 5 8" 
« g IQ 
Ml 0 " 


















l § JO $ 
A Pl •< 
M 9 -













X to A 
H-«1 3 
S I * A 9 A 





8 V CO 9" 
H" H-
» I -F Q 
» J - O . ST 
* 3 Ml 
H- ft f t 
O A 
g n f t 
CO CO - A 


















- _ B '. rt«Q U 9 
O K* M O 
M 3 0 A 






CO O A M Pl 
A < ft o a 
O H- rt 9* rt A d a H A \ R u m 0 3 " 
A OJ PI Mi A 
3* A 5* 
<-!• H» H* O 3" 
O 3 f t H O Pl 
CT O H* 9 CO 
• < ft Ml 
rt a o 
3* O A CO 
Ml 3 ft 
g. 
co Q > 
« O* (ft 
4g »t 










g> c i > JC 


















































H •< (0 
( f t -^ 
*i « 
CO IQ 
O (6 (ft 
3 < ft 
PI (ft 
M 3 8 
PI a (ft 
a K 8 






















































































2 3 (ft rt 










c s »: 
01 Ml 















C 3 - J -
H (ft C 
H H CO 
< CO (ft 
(ft 
£ 8 s as* 
H- 9 a 
3 ft P -
|Q ID 
ff 
P- cr 3 
ff>8 
3- 1 f t 





H (ft M 
" 3 - ft 
&s a 
CO U M P< 
H - ft Pj 
J?irj 0 . p" 
CD & P* • < 
co i i co 
(t f t H 
rt H- 0j p. 
(ft c a (ft 




3* CO H 
H* CO Oi 
M! sr 
S ee pi (V < 
M H (ft 
M CO 
(ft CD 
3 P - rt-
ft 3 Pi 
(0 •< 
t-i' (ft (ft 
8-8 0 1 
^ 3 & 
< Q i O a O . t 3 < C 0 l 
O (ft Ml H- H- M P-
3 (ft ft -
rt CO - rt 
pi co 
M H- PI (-• 
P - 3 3 P -
P * I Q Oi >*r 
<< (ft 
' • t? 
O rt 
P» C 3* 
(0 3 (ft 




~ CO ft CO 3 - ? »
ft O 1*1 
M CO 
(ft ft 
Oi (ft P * 
t * * to ft § x o Q O u J (ft 2. o ^ o a 
^ 8 
P - (0 
£ o- S 
C O S M 









































































Pi A Hi 
3 < PI 
0 A 3 
ft H P- _ 





M 3* O 
•O A CO 
M I H U J 
C "O 3* 
H A A 
Oi H 
§ A 






































































sf to j 
< o 

















A H I 





rt z H w o tr o o — MI 
A 3 (v _ 
< « S 5 • 
o> a s p-
P> P> A 
O P- 3 
O f t 
y 
S i ? if 8 
3 1 
H 























a ? * 
r1" 
0> 
H i n 
H » < 9 A 





o I Q w er A • 
CO en ft 
* t H-i— 1 
(D 
(0 
n o i-h a 
o s: c > 
Pi o 
o a a A l-J. - O • O* 
9 A 



















cr u pi 0 9 9 a ii 8 H 
& Ml S 
O Ml M 3 » H • M B 
H 0) 




g » > • 
8 ? 


















M •< 9 
CO ft 9* 
A 
r-4 J» * 0 UJ 3* Cf A • 
> 
p a\ H 
M 3 ft 
^ "S ft? o1 < 
H* A 9 fiff 
• H- 9 O H 
10 S* H- I M (0 ft 9 9 W H» ft «Q H-
co a 0t jt 9* 
< iQ O (t 
H- Ml 01 
8*0 9 If £' 







• • C M 
01 CO <* & ft 











0i g A < 0> 3 i - l . D" a 0 rt 9* 
H S H 5 01 o cr 0 0 A c c 9* A 0 9 CO M H M ST ft CO ft A 0) A O ft c? 9 0> •< A rt to H 0i a. 
A iQ A Q ft 9 A cT 9 03 CO 0 M 0i a 0 9* A Ml 01 A ft 3 ifl o A 9 9 A 0) M 01 ft O 0 A 0 a 
M 
i-l. a 1—1 * O ft 9 0i a cr o rt ft S W & ft A c cr CO 0 3 A O A 0 ft 1—1 3 A 3 H- 0> 01 h( M 0 
1 o o a ? A >Q 9 9 CO A Ml ft rt 9 £ I-1 A A M- — 9* H A 0 p. a, H 1 ft CO « A A A \ 0 »< M 9 9 \ 0 M «q 
Ml n Ml O 01 8 M 0i 8 ?r A UJ. ft A > •0 Mi « *" A to O 0) 0 H- CO M 01 c H- 9 a a n er •< CO < ft A H- A 0 •< 9 a • o 0 A 9" 01 ft < H- a us i-i. c 9 M CO A H" H Ml 3 0 
fiL ft 0 CO 0 \ M H- o cr & H- 9 \ c 0 0 9 M \ H 3 CO 3 A 
A A 
a ? H H i * (/i 
H- A H- 01 9 0 
A *d rt 
CO Mi A 9 n o 
H- Ml a 
» A ft 
C M . M A A M 
01 ft CO M O . 
9 9 M A S O A S 
ff3 A 01 H- 01 




CO CO O CO 01 01 
[ t H-0 9* Mi M 6» ft a o rt M s; A »a M A H-
A CO rt M <S 
a ^ . A M f* 
Ml "S R 
H 01 
ft Ml A O CO 
01 M CO 
t f 0 ^ A 9* H-
CO 01 M 
co < a 
• A H-9 vQ 
A ^ ? A Q 01 
01 O M 
M 01 rt 
O H O 
ST 





M I a o 
M H-9 
109. 
Employment S t a b i l i t y 
In one respect at l e a s t the two work-groups of Scots wood and Tress were 
s i g n i f i c a n t l y s i m i l a r : both the Scotswood and Tress men exhibited a 
p a r t i c u l a r l y high l e v e l of employment s t a b i l i t y prior to closure. A l l 
the 36 T r e s s men and over 90% of the 47 Scotswood men had o n l y had 2 
or less employers i n the l a s t f i v e years of their employment. 
I t seems that i n the case of Scotswood workers the high s t a b i l i t y they 
exhibited was for many simply a continuation of a l i f e - t i m e history of 
minimal employer change; 52% of Scotswood workers had never worked for 
more than two employers s i n c e l e a v i n g s c h o o l . I n the case of T r e s s 
workers, however, the p i c t u r e of l i f e - t i m e s t a b i l i t y was much l e s s 
l i k e l y to occur; only 20% of Tress workers had never worked for more 
than two employers. 
W h i l s t a l i m i t a t i o n i n numbers p r o h i b i t s any d e t a i l e d s t a t i s t i c a l 
a n a l y s i s the information we have suggests that i t was the decrease i n 
employment change amongst the unski1led and s e m i - s k i l l e d workers a t 
Tress t h a t was c h i e f l y r e s p o n s i b l e for the apparent i n c r e a s e d 
s t a b i l i t y o v e r a l l of the T r e s s work-force. A comparison with the 
s k i l l e d workers a t Scotswood brings out t h i s impression. 
3 or more Employers 3 or more Employers 
i n whole work-lives i n l a s t 5 years 
Tress Unskilled and Semi- 88% 0 
S k i l l e d Workers (n»27) 
Scotswood S k i l l e d Workers 
(including Foremen, 29% 9% 
Inspectors e t c ) (n=32) 
Whilst Scotswood ' s k i l l e d men* c l e a r l y had a high proportion (71%) who 
were very s t a b l e over t h e i r whole work-lives, and Tress n o n - s k i l l e d 
workers had a very low proportion (12%), over the l a s t 5 years there 
i s c l e a r l y a very d i f f e r e n t picture; both groups now exhibit very high 
s t a b i l i t y , but of the two the T r e s s n o n - s k i l l e d have an even higher 
proportion who are s t a b l e . 
In t h i s chapter we have presented i n tabular form people's comments on 
those aspects of Tress and Scotswood, and post-redundancy employment. 
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which they l i k e d or d i s - l i k e d . I t was c l e a r from the tables that very 
few men did not have mixed feelings about t h e i r employment a t Tress or 
Scotswood, but, judging from the f a c t t h a t a t both work-places the 
work-forces t h a t were l e f t a t time of redundancy, and which we 
i n t e r v i e w e d , e x h i b i t e d a high degree of s t a b i l i t y a t a time of 
p l e n t i f u l job opportunity, i t seems probable t h a t for these men the 
a t t r a c t i o n of the 'liked' features outweighed the repulsiveness of the 
'disliked* features, and that i s why they stayed where they did. . A 
picture emerges, therefore, of groups of workers i n which a majority 
had 'settled* on work-places they ( r e l a t i v e l y ) l i k e d . 
I n respect of post-closure employment 68% of a l l jobs Scotswood men 
had between redundancy and the main i n t e r v i e w s were i n Tyneside 
engineering companies. Very few of these men gave the impression that 
they had found b e t t e r jobs. I t i s true t h a t the g r e a t m a j o r i t y f e l t 
that they were better paid (even allowing for estimates of 'imaginary' 
intermediate Scotswood 'pay-rises') but the ' t r a d e - o f f costs were 
many. The greatest complaints concerned features of the work i t s e l f , 
the o r g a n i s a t i o n , the t o o l i n g e t c ; but a l s o d i s l i k e d were t r a v e l 
distances, the amount of e f f o r t required to earn the 'better' pay, and 
l e s s friendly r e l a t i o n s with work-mates. 
32% of post-Scotswood jobs were outside engineering. I n t h i s s m a l l 
group of 11 jobs, men were more l i k e l y to say that they received worse 
pay than a t Scotswood, but there were compensations for some such as 
increased security, cleaner environment, and l e s s working pressures. 
On the whole - bearing i n mind we are o n l y t a l k i n g about 11 jobs -
there was a l i t t l e more l i k e l i h o o d amongst t h i s group than amongst 
those engaged i n engineering firms f o r men to make g e n e r a l l y 
favourable comparisons with Scotswood; even so, t h i s was the case with 
l e s s than h a l f (5), and a t l e a s t 3 of these 5 would s t i l l have 
preferred Scotswood had the l a t t e r been more secure. 
In the case of Tress 66% of a l l jobs these men had between redundancy 
and the main i n t e r v i e w s were i n engineering companies. As with the 
Scotswood workers, hardly any of the re-employed Tress men appeared to 
f e e l they had got b e t t e r jobs than before the redundancy. Host 
thought t h a t they were worse paid - many a l s o complained about 
increased t r a v e l distances. 
33% of re-employed Tr e s s workers got a job o u t s i d e engineering. Of 
t h i s group of 12, 3 appeared to f e e l they had found jobs as good as, 
or n e a r l y as good as. T r e s s , with the pay i n p a r t i c u l a r being 
comparable. Most of the r e s t , however, thought the pay was worse than 
T r e s s , w h i l s t there were a l s o complaints about boredom, t r a v e l l i n g 
distances, degree of e f f o r t , and l e s s friendly atmospheres. 
The reactions of the men to their post-redundancy experiences tend to 
confirm t h a t our samples stayed immobile a t T r e s s and Scotswood 
because t h e s e f i r m s were s e e n t o be more l i k e l y t h a n o t h e r 
employments, e s p e c i a l l y w i t h i n engineering, to s a t i s f y t h e i r prime 
objectives. The d i s - s a t i s f a c t i o n s voiced tended to r e f l e c t a l o s s of 
the s a t i s f a c t i o n s experienced a t Tress and Scotswood. Thus, f o r 
example, Scotswood men tended to complain about the q u a l i t y of the 
work and i t s organisation i n the i r post-redundancy employment, w h i l s t 
Tress men tended to complain about the l e v e l of pay. 
Unemployment and I n s t a b i l i t y 
Very few of the men from e i t h e r p l a n t had s u f f e r e d any r e c e n t 
unemployment p r i o r to c l o s u r e ; indeed the c l e a r m a j o r i t y of men had 
never s u f f e r e d any unemployment ev e r . Subsequent to redundancy, 
however, there were strong suggestions t h a t the men from both work-
places found i t very d i f f i c u l t to re-secure themselves positions i n 
sta b l e sectors of the job structure. 
The l a t e r i n t r o d u c t i o n of the Scotswood labour f o r c e onto an e v e r 
worsening labour market appears to have generally r e s u l t e d i n these 
men tak i n g longer to get jobs. 36% of the Scotswood sample got work 
w i t h i n 3 months. This i s much l e s s than the Tr e s s sample - who, of 
course, were paid o f f 10 to 18 months e a r l i e r - where 50% got work 
w i t h i n 3 months. 50% of the Scotswood sample ( i n c l u d i n g 55% of the 
s k i l l e d men) were s t i l l continuously unemployed aft e r 6 months from 
being made redundant; t h i s compares to 'only* 36% for a l l the Tr e s s 
men. 
The impression that the Scotswood men o v e r a l l found i t more d i f f i c u l t 
to f i n d work continues i f we look a t the percentages s t i l l out of 
employment a f t e r 12 months. 46% of the Scotswood sample were s t i l l 
continuously unemployed a f t e r 12 months; the percentage for the Tress 
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men was 28%. This l a t t e r figure corresponds reasonably c l o s e l y to the 
Newcastle C o u n c i l Survey ( r e f e r r e d to e a r l i e r ) f i n d i n g t h a t 33% of 
Tress manual workers were s t i l l unemployed a f t e r 12 months. 
A s i g n i f i c a n t difference s t i l l occurred a t the 20 month mark, because 
36% of the Scotswood sample, but 'only' 22% of the T r e s s sample 
suffered at l e a s t 20 months continuous unemployment aft e r closure. In 
both cases over three quarters of these very long term unemployed were 
aged over 50 years old. 
Apart from the very long term unemployed who were obviously, finding i t 
v e r y d i f f i c u l t to r e g a i n a secure footing, a strong impression was 
g i v e n t h a t even amongst those who had managed to get a job most were 
only tenuously employed. 
At the time of the follow-up interviews i n June 1981 - between 2 and 
16 months a f t e r the main interviews, 3 years a f t e r the Tress closure 
and nearly 2 years af t e r the Scotswood closure - 47% of the Scotswood 
sample were unemployed and 54% of the Tress men were unemployed. 
In the case of the T r e s s men, who were i n t e r v i e w e d before the 
Scotswood sample, the time l a p s e between the main and fol l o w - u p 
i n t e r v i e w s was much longer. Approximately 9 to 16 months passed 
between the T r e s s main and fol l o w - u p i n t e r v i e w s ; i n the case of the 
Scotswood men the equivalent period was approximately 2 to 9 months. 
The Tress numbers unemployed changed from 50% to 54% but those without 
work were not n e c e s s a r i l y the same men at the two points i n time. 38% 
(7) of a l l the men who had work a t the time of the main i n t e r v i e w s 
were again unemployed by the time of the follow-ups, a l l were working 
in engineering companies immediately prior to unemployment, and nearly 
a l l l o s t t h e i r jobs through further redundancy; the l a s t - i n f i r s t - o u t 
r u l e p l a y e d a s i g n i f i c a n t p a r t . Of those 5 men who had meanwhile 
moved from a s t a t e of unemployment to employment, for the 4 men for 
whom we had information a l l had got a low s k i l l e d job o u tside 
engineering with l i t t l e apparent long term prospects; a l l 4 men 
expressed d i s s a t i s f a c t i o n with t h e i r new jobs. The f i f t h man went to 
Germany i n search of work and, we assume, found i t . 
In the case of the Scotswood men the p e r i o d between the main 
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i n t e r v i e w s and follow- u p i n t e r v i e w s was not very long and l i t t l e 
movement had taken place. However, many of those who got jobs c l e a r l y 
f e l t very insecure, and subsequent newspaper and t e l e v i s i o n reports of 
redundancies and c l o s u r e s i n engineering firms such as C h u r c h i l l s , 
Liner, C a t e r p i l l a r e t c would strongly suggest that many men would have 
been made redundant again, not so much through t o t a l closure as much 
as through being ' l a s t - i n * . 
78% of Tress workers i n employment at the time of the main interviews, 
and 68% of employed Scotswood workers, were working i n engineering 
f a c t o r i e s . The f a c t t h a t engineering manufacturing companies have 
f e l t the brunt of the impact of the Recession, plus the f a c t that the 
redundancy r u l e of l a s t - i n f i r s t - o u t i s p a r t i c u l a r l y l i k e l y to be 
adhered to i n t h i s s e c t o r ( e s p e c i a l l y amongst l a r g e r unionised 
p l a n t s ) , i s l i k e l y to have made our respondents p a r t i c u l a r l y 
susceptible to i n s t a b i l i t y . 
The c o n c l u s i o n must be, therefore, t h a t whatever other impact the 
redundancies a t T r e s s and Scotswdod had they h e r a l d e d the end of a 
long p e r i o d of s t a b l e continuous employment and the beginning, f o r 
many, of a time of uncertainty and i n s t a b i l i t y . 
CHAPTER V 
Security 
The existence of security (or lack of i t ) a t Scotswood was i d e n t i f i e d 
i n the l a s t chapter as a feature worthy of further elaboration. 30% 
of our Scotswood sample i n d i c a t e d they v a l u e d t h e i r work-place f o r 
reasons, amongst ot h e r s , of s e c u r i t y ; 19% mentioned the l a c k of 
s e c u r i t y . I n t h i s s e c t i o n we in t e n d to consider how these f i n d i n g s 
might r e f l e c t a more general r o l e for security as a structuring agent 
i n the formation and working of labour markets. 
Extensive use of quotation w i l l be used i n the course of explanation. 
I t i s not the case t h a t quotations w i l l be used s e l e c t i v e l y to 
i l l u s t r a t e points from a pre-conceived t h e o r e t i c a l argument. Rather, 
a t h e o r e t i c a l e x p l a n a t i o n has been developed to f i t the statements 
made by our respondents. 
Not a l l respondents referred adequately to the subject of security or 
se c u r i t y - r e l a t e d matters; 79% of our Scotswood respondents and 50% of 
our Tress respondents did so. This section, therefore, i s based on the 
statements of those 67% of a l l our respondents (56 people) who talked 
about security, or security-related, subjects. 
Conversations with i n d i v i d u a l Tress men i n f a c t contained much l e s s 
r e f e r e n c e to ' s e c u r i t y ' as a s i g n i f i c a n t g o a l , expectation, or 
influence on their own work career strategies. We think t h i s probably 
r e f l e c t s the f a c t that the Tress sample was dominated by men with an 
u n s k i l l e d or s e m i - s k i l l e d background, with - p r i o r to T r e s s - an 
u n s t a b l e p a t t e r n of employment, i n c o n t r a s t to the sample from 
Scotswood which was dominated by men of a time-served s k i l l e d 
background with a history of very s t a b l e employment; consequently, we 
suggest, the Tress men were possibly l e s s l i k e l y to expect long term 
s t a b l e employment and so 'security' as an orientation was l e s s l i k e l y 
to figure as a r e a l i s t i c objective. 
However, the above inference can only be taken as suggestive. We can 
only guage with l e s s c e r t a i n l y the significance of 'security' to the 
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T r e s s workforce. 'Security' as a theme was o n l y c o n s i s t e n t l y 
introduced into conversations with Sootswood respondents - i n response 
to spontaneous remarks made by some of the f i r s t members of the sample 
to be interviewed. Interviews with Tress respondents were generally 
h e l d e a r l i e r and s i n c e they made no such spontaneous remarks 
s u g g e s t i v e of the importance of s e c u r i t y i n t h e i r w o r k - l i v e s , and 
since the interviewer had himself not anticipated beforehand that such 
an orientation or work objective might be s i g n i f i c a n t , then 'security' 
as a theme was not covered quite so strongly or consistently. 
Despite t h i s important fact, however, i t remains true that the Tress 
workforce were l e s s l i k e l y to t a l k about se c u r i t y unprompted, and the 
general impression of the interviewer was one that accorded with the 
general t h e s i s that the Scotswood men - s k i l l e d men i n p a r t i c u l a r -
with more s t a b l e work h i s t o r i e s , were more l i k e l y to be s e c u r i t y -
minded . 
An a p p r e c i a t i o n of s e c u r i t y or d i s l i k e of i n s e c u r i t y i n t h e i r work-
place was mentioned by 49% of Scotswood men but only 14% of Tress men; 
i n view of t h i s f a c t , together with what has been s a i d above, t h i s 
chapter concentrates on the Scotswood Works and the Scotswood men. 
Comments by and references to the Tress men w i l l however be included 
where appropriate. 
I t may h e l p the reader to f o l l o w the g i s t of the argument of t h i s 
chapter i f we s e t out now the b a s i c conceptual framework t h a t was 
developed to interpret our respondents' security-related comments. 
Our explanatory framework p o s i t s the e x i s t e n c e of a dual s t r u c t u r e 
providing certain c r u c i a l conditions for action, and limitations to 
action; t h i s dual structure of stable and unstable areas of work i s i n 
a sense the ' o b j e c t i v e ' s i d e of the p i c t u r e . Our framework a l s o 
suggests that the significance of these objective conditions w i l l vary 
for d i f f e r e n t i n d i v i d u a l s according to the weight they give 'security' 
as a desired goal; i n d i v i d u a l goals w i l l vary according to i n d i v i d u a l 
and household circumstances and general economic environment; these 
v a r i a t i o n s i n goals and the d i f f e r e n t types of a c t i o n they tend to 
promote form i n a sense the ' s u b j e c t i v e ' s i d e of the p i c t u r e . The 
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explanatory framework, therefore, attempts to incorporate both 'sides' 
- the subjective and the objective.. 
The j ob s t r u c t u r e a t Scotswood tended to be o b j e c t i v e l y b i s e c t e d 
between st a b l e and unstable sectorB such that some workers were more 
secure than o t h e r s . T h i s d u a l i t y tended to be mirrored by other 
Tyneside firms. 
Within the i n s e c u r e s e c t o r two b a s i c types of men are i d e n t i f i e d ; 
these are r e f e r r e d to as ' I n v o l u n t a r y M u l t i p l e Job Changers' and 
'Voluntary Multiple Job Changers'. The most s a l i e n t c h a r a c t e r i s t i c of 
the 'Involuntary' group i s the state of being p a r t i c u l a r l y vulnerable 
to suffering recurrent unemployment; these people tended to experience 
repeated job l o s s for reasons beyond thei r control; the group included 
both those who gave high p r i o r i t y to gaining a s t a b l e job but who were 
thwarted i n t h e i r e f f o r t s , and those for whom the i n s t a b i l i t y of 
repeated involuntary unemployment was not i n i t s e l f a p a r t i c u l a r cause 
of concern. The 'Voluntary Multiple Job Changers' a l s o were men who 
did not seem p a r t i c u l a r l y concerned to gain s e c u r i t y and who gave high 
p r i o r i t y to other g o a l s from work; these were men who 'chopped and 
changed' jobs 'chasing the money' or looking for in t e r e s t i n g work, or 
seeking other valued objectives. 
At c e r t a i n t i m e s i n t h e i r l i v e s or i n r e s p o n s e to c e r t a i n 
circumstances men may a c t i v e l y desire to get themselves established i n 
the secure sector; a t t h i s point 'security' has r i s e n to the forefront 
of men's minds as an objective to which they give high p r i o r i t y ; under 
the r i g h t conditions men seeking security may be able to achieve t h e i r 
primary o b j e c t i v e and move out of the u n s t a b l e s e c t o r ; other men, 
however, may be thwarted i n thei r ambitions. 
People situated i n the unstable sector but having a strong orientation 
to the acquisition of a secure job w i l l f e e l p a r t i c u l a r l y keenly the 
disjuncture between aspirations and r e a l i t y . These people, members of 
the group of 'Involuntary Multiple Job Changers', are l i k e l y to have 
t h e i r numbers s w e l l e d a t a time of f a c t o r y c l o s u r e when men who 
hitherto thought themselves securely established may be thrown out of 
work. 
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Thus t h i s framework suggests an economic environment where i n s t a b i l i t y 
i s endemic but where the s h a r p e s t e f f e c t s are r e s t r i c t e d to the 
margins of a workforce. Leaving the margins and becoming a r e l a t i v e l y 
secure established worker can be an objective valued by some. Having 
a position of security and re-joi n i n g the men a t the margins can be a 
personal d i s a s t e r . 
This chapter describes the men who had become established and the men 
who inhabited the margins; i t a l s o t e l l s how i n d i v i d u a l s can have a 
change of goal i n response to personal or broader s o c i a l circumstances 
and purposely seek to become established; i t a l s o t e l l s of how t o t a l 
factory closure removed the security of men who but for complete shut-
down should have had 'a job for l i f e 1 . 
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Security, Scotswood and 'A Job For L i f e 1 
Insofar as the e f f e c t s of working i n a p a r t i c u l a r sector come about by 
people being subject to forces outside of t h e i r i n d i v i d u a l immediate 
c o n t r o l , i t i s the job and i t s environment r a t h e r than the person 
occupying i t which i s insecure. I t i s i n t h i s sense that we might be 
able to i d e n t i f y o b j e c t i v e l y d i s t i n c t s e c t o r s (or markets) o f f e r i n g 
b e t t e r or worse chances f o r s t a b l e employment, encouraging or 
r e s t r i c t i n g c e r t a i n types of movement between jobs and between and 
within employing organisations. 
However, the s i g n i f i c a n c e of i n s e c u r i t y as a determining f a c t o r i n 
labour a l l o c a t i o n need not be viewed s i m p l y i n t h i s ' o b j e c t i v e ' 
s t r u c t u r a l manner. I t should a l s o be a p p r e c i a t e d from the p o i n t of 
view of a s u b j e c t i v e s t a t e of mind i n f l u e n c i n g choice such t h a t a 
person insecure-in-mind may be seen t y p i c a l l y to 'chase' a c e r t a i n 
type of job to the e x c l u s i o n of o t h e r s . Thus i t w i l l be a major 
o b j e c t of t h i s chapter to demonstrate t h a t where the o b j e c t i v e of 
' s e c u r i t y ' has p r i o r i t y s t a t u s i n p e o p l e ' s minds p e o p l e may 
c o n s c i o u s l y attempt - and sometimes succeed - to gain employment i n 
those job s e c t o r s which they b e l i e v e to o f f e r the b e s t chances of a 
s t a b l e future. 
People said that Scotswood was known as a place that I f you could get 
i n you had a 'job for l i f e * . A f r i e n d of Scotswood worker C h r i s 
Hughes was p r e s e n t f o r p a r t of h i s i n t e r v i e w ; she s a i d : "Around here 
Vickers i s j u s t that big and I think, you know, i f you could get i n i t 
seemed s o r t of i n d e s t r u c t i b l e and you thought 'Oh w e l l i t was there 
for ever' - there was a job there for ever for you; and I think that's 
r e a l l y why people did stay. My brother worked up there (at Scotswood) 
for 26 years". Robert Chel s e a , a young maintenance f i t t e r a t Tress, 
s a i d that when he started at that place he thought he would have a job 
there u n t i l he r e t i r e d , j u s t "the same as a t V i c k e r s " . "Once you 
thought t h a t when you j o i n e d V i c k e r s " , he s a i d , "you were there f o r 
l i f e " . 
Jobs that promised to l a s t were l i k e l y to be valued. This f a c t stood 
out p a r t i c u l a r l y i n the interviews with those from Scotswood. And i t 
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was i t s aura of permanence and i n d e s t r u c t i b i l i t y , and the s a f e t y i t 
was b e l i e v e d by some to o f f e r to those fortunate enough to get i n , 
that made Scotswood p a r t i c u l a r l y a t t r a c t i v e to those seeking a s t a b l e 
l i f e - t i m e job. And l i k e the female friend of Chris Hughes, many did 
think a job a t Scotswood was 'a j ob f o r l i f e ' . John Owen, now i n h i s 
e a r l y 30's and when interviewed unemployed, got a job a t Vickers from 
the Gas Board: 
"My grandfather was there (at Scotswood) f o r 27 ye a r s ; but 
he died, l i k e , round about 15 years ago now. But he was 
there a long time. That's why I thought when I got i n I 
said to my wife I sa i d "Why, I'm i n for l i f e " , l i k e , because 
i t ' s one of those p l a c e s you always a s s o c i a t e d with 'You 
were there and you were i n ! 1 1 You know, t h a t was i t , l i k e , 
because nobody e v e r got sacked. You know there was no 
question of i t . " 
Many people c l e a r l y looked forward to and expected prolonged s t a b l e 
employment a t Scotswood; and although, as we s h a l l see, t h i s 
expectation would have been for some an i l l u s i o n (regardless of the 
f i n a l closure) a s u b s t a n t i a l number of people had, indeed, many years 
of unbroken s e r v i c e . I n our Scotswood sample of 47, 21% had worked 
without break a t Scotswood for over 30 years; i f d i r e c t transfers from 
E l s w i c k a r e i n c l u d e d , and time a t E l s w i c k i s i n c l u d e d i n the 
ca l c u l a t i o n s , the percentage working without break of s e r v i c e for over 
30 years r i s e s to 29%. What distinguished t h i s group of workers from 
others at Scotswood was t h e i r p r i v i l e g e d degree of r e l a t i v e security 
and the i r history of s t a b l e employment. 
We would suggest that many men at Scotswood were f u l l y aware of th e i r 
p r i v i l e g e d p o s i t i o n of s e c u r i t y and t h a t t h i s knowledge p l a y e d an 
important p a r t i n t h e i r e v a l u a t i o n of p o s s i b l e career s t r a t e g i e s . 
Some men tended to stay 'immobile* a t Scotswood because going outside 
meant s a c r i f i c i n g the protection that years of s e r v i c e had given them. 
T h i s f e a r of being unable to h o l d down a good and steady job once 
outside the gates of Scotswood was probably p a r t i c u l a r l y strong i n the 
minds of o l d e r men. T h i s would mean t h a t the longer you stayed a t 
Scotswood the l e s s you were l i k e l y to move v o l u n t a r i l y ; at the same 
time, the longer you stayed a t Scotswood the l e s s you were l i k e l y to 
be forced to move. Old age and immobility, t h e r e f o r e , tended to 
correlate. 
The Stable Sector 
The following examples of long-time servers say there were times when 
they could have l e f t Scotswood but they preferred not to because they 
b e l i e v e d nowhere e l s e could o f f e r them the same degree of s e c u r i t y 
they b e l i e v e they had acquired. For these men, we suggest, a long 
term s t a b l e job was of p a r t i c u l a r importance to them and that i s why 
they chose the career strategy they did: 
Tommy C l a r k e , a 'borer' i n h i s f i f t i e s , worked over 40 years a t 
Scotswood and nowhere e l s e : 
F.P. "Here you never tempted to leave Scotswood? M 
T.C. "No". 
F.P. "Never once?" 
T.C. "Oh, the o n l y time was when your work was running r i g h t 
down, you know. When the work was running r i g h t down i t was 
a toss-up i f you were staying or getting paid off, you know. 
Then you had to ask around to see i f there were any other 
jobs going t h a t use - because what we were a f t e r was a 
permanent job". 
F.P. "That's what everybody or that's what you were a f t e r ? " 
T.C. "That's what I_ would have been a f t e r - a permanent job you know". 
F.P. "Security ... long term prospects". 
T.C. "Aye. I mean to say when you've got two k i d d i e s i n the 
house and the wife, why, you don't want to be on the dole. 
You want a job; and you want a steady job. I thought I 
would have been there u n t i l I was 65." 
For Mr Clark, a steady r e l i a b l e job was what was of prime importance 
i n h i s estimation of su i t a b l e employment and that seems to be why he 
did not move about. Job-change appears to have only been contemplated 
when h i s p o s i t i o n of s e c u r i t y was threatened. Other men a l s o s a i d 
t h a t the o n l y times they thought of l e a v i n g Scotswood was when the 
work s i t u a t i o n became unstable. For Tommy Clark i t was, i n fact, only 
the f i n a l closure that pushed him out. 
A s i m i l a r case i s Mr Race. He worked a t Scotswood as a Capstan-Setter 
-Operator for about 40 years - for 20 years of which he t r a v e l l e d from 
Wall send catching bus and t r a i n i n both directions. Why did he stay 
at Scotswood so long? 
Mr Race "Well you toy with the i d e a of l e a v i n g but i t is_ j o b 
security. I t i s job-security that you think that the place 
i s going to be there f o r l i f e u n t i l you f i n i s h work a t 65. 
You're on low wages i n some r e s p e c t s ; we, a t Scotswood, we 
were never on a f a n t a s t i c wage; we had to f i g h t f o r e v e r y 
penny we got, you know, whereas there was a l o t more money 
being made ... there are a l o t of people who t r a v e l around 
the a r e a , where t h e r e ' s o v e r t i m e and where t h e r e ' s 
piecework, to get money. But we were s o r t of content, you 
know, to stop i n our environment even though we had to 
t r a v e l a d i s t a n c e of 8 m i l e s - 8 m i l e s there and 8 m i l e s 
back. You know, there's something about being i n a s o r t of 
contented frame of mind, that you were going into work, you 
knew the nature of the work, you knew the machines, and you 
knew your mates. So, I mean, when you s t a r t f o r a wage -
and i f you're w i l l i n g to stand for that wage, i t ' s up to you 
- unless you're looking for money - but job contentment to 
me i s worth a l o t more than a l o t of money; put i t t h a t 
way". 
A t h i r d long time s e r v e r was Mr Mason. Mr Mason worked on the 
'Standard Telephone C a b l e s job'. The production of s p e c i a l i s e d 
equipment for S.T.C. was transferred from Elswick to Scotswood, along 
with the team who worked on i t , i n 1968. Most of the men who worked 
on t h i s job d i d so f o r over 20 y e a r s . Each man i n the team of 30 or 
so did a p a r t i c u l a r part of the finished product, and continued to do 
that same part for years on end. 
Mr Mason was a Turner i n h i s f i f t i e s who worked continually a t Elswick 
and then Scotswood for 37 yea r s . He worked on the S.T.C. job for 25 
year s . He reckoned t h a t i t took him one s h i f t to do h i s p a r t of the 
f i n a l product. For 25 y e a r s , then, he made the same p a r t a t the r a t e 
of one a s h i f t . The work was highly s k i l l e d and you could not allow 
your c o n c e n t r a t i o n to wander, but of course a f t e r 25 y e a r s Mr Mason 
knew the job, as he put i t , "backwards". 
I n a sense the work was r e p e t i t i v e , although not on a par with 
assembly l i n e work, and i t was p r e d i c t a b l e ; and i t was t h i s l a t t e r 
c h a r a c t e r i s t i c that made the job p a r t i c u l a r l y a t t r a c t i v e : 
F.P. "Has i t a kind of way of l i f e ? " 
A.M. "Yes, w e l l I would put i t that way, yes. In other words you 
were getting into a r u t without r e a l i s i n g i t . And you were 
happy enough j u s t knowing i t was there. I'd be q u i t e 
content j u s t to plodge up and down the bank again - for a l l 
I'm g e t t i n g a b i t more money where I am now than what I was 
down t h e r e . I c o u l d n e v e r have dreamt of s h i f t i n g 
elsewhere. I was quite happy down there." 
I t might seem strange to the reader t h a t Mr Mason should p r o f e s s a 
l i k i n g f o r c a r r y i n g out a job t h a t had repeated i t s e l f without 
apparent u n r e l e n t i n g monotony ever y working day (or n i g h t ) f o r 25 
y e a r s ; the answer, we suggest, i s t h a t i t was the very f a c t t h a t Mr 
Mason was engaged i n a very predictable routine, doing a job at which 
he had become h i g h l y p r o f i c i e n t , making h i s replacement h i g h l y 
u n l i k e l y , making a product t h a t had been demanded s i n c e the e a r l y 
F i f t i e s , t h a t made the job so a t t r a c t i v e . I n other words, the job 
offered s e c u r i t y . 
F i n a l l y , another man who worked as a Turner on the same S.T.C. job -
t h i s time for 27 out of 38 continuous years a t E l s wick and Scotswood -
Mr Barton - f u r t h e r i l l u s t r a t e s the point. Mr Barton got another 
Turner's job a f t e r Scotswood i n a s m a l l engineering f a c t o r y but he 
f e l t i n s e c u r e ; u n l i k e with the S.T.C. job he did not know what the 
morrow would bring: 
F. P. "Does job s a t i s f a c t i o n come into i t now? I mean you had i t 
at Scotswood." 
G. B. " H e l l I had i t there because I had the same job; I mean to 
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say I was doing a r e p e t i t i v e job - more or l e s s what you 
would c a l l a r e p e t i t i v e job. As I say I knew what I was 
doing from day i n to year i n ; I mean I couldn't t e l l you now 
what I'd be doing t h i s time next year. You know, i t ' s as 
simple as that." 
These men probably would have had plenty of opportunities since the 
war to secure other employment. Many people remarked about the times 
when you could 'just walk out of one job and into another', and, as Mr 
Race above s a i d - as d i d o t h e r s - he f e l t he c ould have gone a f t e r 
more money, or, perhaps, got work c l o s e r to home, i f he had wanted to 
do so. And Mr Mason said: 
"Nobody (on the S.T.C. job) l e f t . I f they wanted to l e a v e 
there was nothing to stop them over the years - because a t 
times there was work going i n d i f f e r e n t p l a c e s f o r b e t t e r 
money; but they didn't go; and _I didn't go". 
These men recognised t h e i r r e l a t i v e l y p r i v i l e g e d position and r e a l i s e d 
t h a t pursuing other o b j e c t i v e s might have r e s u l t e d i n a d e c l i n e of 
security; and for men who could remember the T h i r t i e s t h i s might have 
been a p a r t i c u l a r l y potent f e a r . And i f some men b e l i e v e d t h a t the 
pay a t Scotswood was l e s s than could be got elsewhere, a t l e a s t the 
pay was regular; and having regular certain pay was, perhaps, what was 
p a r t i c u l a r l y valued. 
C. Hughes: "The wage (at Scotswood) wasn't t h a t f a n t a s t i c -
i n f a c t a t the f i n i s h i t was the lowest paid p l a c e on the 
Tyne." 
F r i e n d (ex-engineer): "But the p o i n t was i t had r e g u l a r 
wages and r e g u l a r overtime. People are p r e t t y w e l l 
r e l u c t a n t to l e a v e the type of job where you're g e t t i n g a 
sort of regular wage on a regular basis." 
Scotswood c l e a r l y had a substantial number of men i n a sector of the 
w o r k f o r c e t h a t were to a c o n s i d e r a b l e degree p r o t e c t e d from 
fluctuations i n demand, and thereby the threat of redundancy; and t h i s 
protection was highly valued. 
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The foundation of t h i s p r o t e c t i o n appears to have been i n p a r t t h a t 
some jobs had constantly longer runs of work that others. The men i n 
the S.T.C. section, for example, had a run l a s t i n g over 25 years. The 
men working on the big f l o o r boring machines a l s o apparently had more 
regular flows of work: 
F.P. "You never came close to being caught (by redundancy)?" 
B. Strong "Well as i t happened, those peaks and troughts (in work) 
didn't a f f e c t the Floor Borers so much; ... the Floor Borers 
were never affected so badly as other parts of the firm you 
know." 
In part the protection may have derived from the value of some men for 
management. Some of the men - such as those on the S.T.C. job and the 
giant Floor Borers - could not e a s i l y be replaced, and there i s some 
suggestion t h a t i n down periods some men may have been t r a n s f e r r e d 
onto other work as a temporary measure u n t i l demand improved again. 
There i s the f u r t h e r f a c t t h a t with the i n t r o d u c t i o n of redundancy 
payments management would probably be loathe to i n c u r the c o s t of 
paying off long time servers where short time servers were a v a i l a b l e . 
I t i s a l s o p o s s i b l e t h a t management may h a v e f e l t a m o r a l 
r e s p o n s i b i l i t y to protect those men who had shown the most l o y a l t y to 
the firm - i . e . the long time servers. 
F i n a l l y , i n part the protection may have been a consequence of trade 
union influence. 
This trade union influence, i n turn, seems to have been conditioned by 
a widely held opinion that those who have stayed with a firm some time 
have demonstrated l o y a l t y and therefore deserve p r e f e r e n t i a l treatment 
over newcomers; i t was w i d e l y b e l i e v e d by both s h o r t and long time 
servers that such a p r i n c i p l e was only j u s t . Consequently length of 
service counted: 
T. Clarke " I t was l a s t - i n f i r s t - o u t generally speaking; for a l o t of 
years that's been going on you know - which i s f a i r enough". 
F.P. "So the longer you had been there ..." 
T.C. "The longer you had been there ..." 
F.P. "The safer you should have f e l t ? " 
T.C. "You should have been. I mean to say i f that place had been 
kept open I should have been a l r i g h t u n t i l I was 65." 
I t was probably more than anything e l s e the general operation of the 
r u l e ' l a s t i n t o a s e c t i o n , f i r s t out of a s e c t i o n ' t h a t was most 
c l e a r l y r e s p o n s i b l e f o r s h a r p l y dichotomising the work-force i n t o 
secure and i n s e c u r e workers. Here i t the case t h a t candidates f or 
redundancy were chosen p u r e l y on managerial whim or, perhaps more 
r a t i o n a l l y , according to e v a l u a t i o n of worth to the Company, then a 
person's r e l a t i v e position of s t a b i l i t y would be much more uncertain -
not l e a s t to the s a i d i n d i v i d u a l h i m s e l f . At l e a s t when a person 
knows he i s always l i k e l y to be made redundant he can take action to 
counteract i t s worst possible e f f e c t s . I f nothing e l s e the general 
use of the l a s t - i n f i r s t - o u t r u l e makes the labour market appear more 
r a t i o n a l and predictable to i t s occupants. 
There i s no doubt t h a t a t Scotswood a t l e a s t the l a s t - i n f i r s t - o u t 
r u l e was generally adhered to. Several foremen t e s t i f i e d to the f a c t 
that when redundancies occurred they were often unable to get r i d of 
the men they wanted removing; and i t would a p p a r e n t l y often happen 
that l e s s t e c h n i c a l l y s k i l l e d men would be kept on i n preference to 
their more talented colleagues i f the former had a greater length of 
se r v i c e . 
Peter Williams, the Works Convenor, with 26 years continuous s e r v i c e 
at Scotswood, confirmed that getting established and getting into the 
secure s e c t o r i n v o l v e d s u r v i v i n g those dangerous y e a r s when as a 
r e l a t i v e l y new s t a r t e r you were always l i k e l y to be paid off. He a l s o 
pointed out that serving your time a t Vickers gave you a head s t a r t of 
5 years over men who had served t h e i r time elsewhere. 
F.P. "Would they keep everybody on when they (Scotswood) had a 
'down'?" 
P.W. "Well, you see, Vickers had i t s ups and downs where they had 
these minor redundancies or a l a r g e redundancy, but then 
they used to re-employ them and eve r y t h i n g ; but i f you had 
12b. 
s e r v e d your a p p r e n t i c e s h i p there you could be one of the 
l a t t e r people i n a l l the time - so as you got o l d e r i n t o 
your middle 20's you'd been there 10 years; tie 11 Vickers had 
a h e l l u v a turnover of people a l l the time and depending on 
the amount and type of work they got and where people had 
been brought i n , you would find that you could not be put on 
the l i s t to be paid o f f and/or you would j u s t miss i t . 
Twice I j u s t missed redundancies from Vickers myself i n a l l 
those y e a r s ; once I j u s t missed i t because I was j u s t i n my 
tenth year and a l l of those up to 9 years were going; and 
the second time I was on the l i s t but a bloke who was 63 
wanted to take an e a r l y retirement on the mar king-off and he 
vo l u n t e e r e d f o r going out; and I got kept on because he 
went; but I would have been paid off then you see." 
Once you got past the d i f f i c u l t e a r l y years you were r e l a t i v e l y safe, 
and so a s e c t o r of the workforce was i n a r e l a t i v e l y p r i v i l e g e d 
p o s i t i o n on the dimension of s e c u r i t y . But t h a t i s not to say, of 
course, that the threat of redundancy never worried these men a t a l l . 
The security they had was only of a r e l a t i v e kind. A l l e n Halliday had 
38 years continuous s e r v i c e i n at Scotswood and Elswick including 12 
years i n the prestigious Die Division. The men who worked i n the Die 
Division were generally considered to be some of the most s k i l l e d i n 
Vickers, but as he pointed out even for people l i k e him, with a l l h i s 
years of ser v i c e , the nagging worry was always there: 
A.H. " I t ' s so up and down. There's nothing ... you know, there's 
nothing - I mean I got work f o r 38 years - but there's 
nothing s a y i n g you're going to be i n a job f o r l i f e , you 
know. I t ' s that uncertain." 
F.P. "Now, you mean?" 
A.H. "Well any timel Any time] I t ' s always been u n c e r t a i n . I_ 
didn't know I was going to be ther e 38 years d i d I ? I mean 
I've always been ..." 
P.P. "You've always been sort of 'wondering' have you?" 
A.H. "Aye, t h i s i s i t . You're never certain. There's nobody can 
say 'I'm going to be a t V i c k e r s next year', or the year 
a f t e r , because i t was so up and down. One day you had a 
f l o o d of work, the next day you had nothing. I t ' s a 
t e r r i b l e e x i s t e n c e , l i k e ... I t ' s o n l y f o r e s i g h t t h a t kept 
me one jump ahead. But I've been luc k y . L i k e I s a i d I've 
been fortunate." 
Part of the reason why A l l e n H a l l i d a y never f e l t t o t a l l y secure was 
because he never managed to e s t a b l i s h h i m s e l f on a job t h a t gave a 
constant long run of work on a par with the S.T.C. job of Mr Mason and 
Mr Barton mentioned e a r l i e r . I n f a c t Mr H a l l i d a y worked on a whole 
s t r i n g of jobs that folded up: 
A.H. "They made everything at Vickers; you name i t , they made i t ; 
so i f t h a t j o b f o l d e d up w e l l I was j u s t t r a n s f e r r e d to 
something e l s e . I was on the move a l l the time. But some 
people maybe got a job where they weren't; and they were 
there f o r maybe 15 years on t h i s p a r t of the same t h i n g -
you know i f the job's a r e p e t i t i o n job." 
I n h i s time Mr H a l l i d a y worked on Centurion tank gearings, gun 
mountings, dies, presses, Paceco Cranes, shearing machines, a i r - c r a f t 
machinery, and more. 
Nevertheless, despite Mr Halliday's constant f e e l i n g of uncertainty, 
i t i s s t i l l probably true to say t h a t a f t e r he had been a t V i c k e r s a 
long while without a break of s e r v i c e he f e l t safer than many. Apart 
from the p r o t e c t i o n of the union he appears to have had the s k i l l s , 
and possibly managerial recognition, to get himself transferred from 
one job to another w i t h i n V i c k e r s - thereby, as he put i t , 'keeping 
one jump ahead'. Possibly s i g n i f i c a n t was Mr Halliday's f l e x i b i l i t y ; 
t h a t i s to say u n l i k e many of the men i n our sample Mr H a l l i d a y was 
not circumscribed by being s p e c i a l i s e d i n only one facet of the trade 
- such as 'boring' or ' f i t t i n g ' - but, appears to have had a broad 
knowledge and c a p a b i l i t y . 
The Unstable Sector 
Many people were i n a much more tenuous p o s i t i o n than the long time 
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servers we have talked about so f a r . These were people who had never 
been a t Scotswood long enough to get e s t a b l i s h e d and/or were i n a 
trade or s e c t i o n which was s u b j e c t to more f l u c t u a t i o n than the 
average. So those a t r i s k tended to be the young and/or l a s t i n and 
those occupying more marginal short-term jobs. 
John Peters, a Tool-Grinder for 42 years at the Scotswood plant said: 
"Oh, Scotswood had t h e i r ups and downs. Oh yes. At times. But 
I was one of the lucky ones because I was i n a job - i n a Tool 
Room job - which are few and f a r between. I f I had been, say, 
l i k e a ' d r i l l e r 1 , where there's quite a numerous number of them, 
or l i k e a Capstan-Hand, or something l i k e that, I might have been 
out of work more often." 
And indeed some people were co n t i n u o u s l y i n and out of work - or i f 
they managed to h o l d on to work they were continuously looking over 
thei r shoulders; and many of these people desired a strong measure of 
s t a b l e employment but were unable to a c h i e v e i t a t Scotswood. Such 
people might include, perhaps, married men with dependent children and 
with, possibly, a mortgage and other long-term f i n a n c i a l commitments. 
The following two men are good examples. 
Both men were round about the same age - i n t h e i r e a r l y 30's; both 
were married with young c h i l d r e n ; one owned h i s house and the other 
had high a s p i r a t i o n s to do so. Both regarded themselves as s k i l l e d 
but one was time-served and the other was college trained. Both had 
experienced the d e b i l i t a t i n g e f f e c t s of being stuck i n the i n s e c u r e 
sector: 
Mr Jackson worked on and o f f a t Scotswood for about 15 years as a 
time-served tradesman. After t h i s l a s t redundancy he decided he'd had 
enough and sought to get out of Engineering - not j u s t Scotswood. In 
f a c t he became a postman: 
Mr Jackson: 
"You cannot guarantee anything nowadays; but engineering, I mean, 
I worked a t V i c k e r s and i t ' s 'up' and i t ' s 'down'; you know, you 
cannot say "Right, i n two years' time I'm going to go to America 
or A u s t r a l i a for a holiday"; you can't say t h a t . You know, you 
can't save up and p l a n t h a t f a r ahead, because when I used to 
work a t V i c k e r s we used to work s i x months f l a t out, working 
every weekend and then there was nothing ... you know." 
Mrs Jackson 
"He's got more s e c u r i t y where he i s now. At l e a s t we know he's 
going to be there - for e v e r l I mean twice he came i n and t o l d 
us he was made redundant - which I couldn't take again, r e a l l y . 
Whereas a t l e a s t where he i s now he's got a job; you know, we 
don't worry now about "Are the b i l l s going to get paid?" because 
we know he's going to be i n a job - you know, l i k e we've booked 
our holidays for next year which we never ever did when he was at 
Vickers; we always waited u n t i l a few months before; whereas now 
s i n c e he's been i n the Post O f f i c e we've booked our h o l i d a y s 
before the turn of the year." 
The second man, Mr Bellingham, had had 13 continuous years of extreme 
i n s e c u r i t y by the time of the c l o s u r e . I r o n i c a l l y , he was probably 
beginning to f e e l comparatively safe when the shutdown came: 
Mrs. B. " A l l e n was p a i d o f f , weren't you?* ... but I mean i t ' s a 
t e r r i b l e thing to think that your husband's going to be out 
of work and i f you want c h i l d r e n you're going to have to 
g i v e up work. You know i t ' s an awful t h i n g to have to have 
over you. But i t puts a l l t h i s p ressure on you. I t ' s the 
North East a l l over." 
Mr. B. "Fearl They put f e a r i n t o you. I s n ' t i t ? I t ' s r e a l l y 
'fear'!" 
Mrs. B. "That's why I'd r e a l l y l i k e to see him get out of i t a l l . " 
F.P. "Was t h i s kind of unsettled f e e l i n g ... was i t the same when 
you were a t Scotswood i n good times? Or was i t j u s t a 
recent thing?" 
Mr. B. "Oh nol We've been through i t before. I t h i n k I went 
through about 8 redundancies." 
F.P. "There's been eight i n your time?" 
*Note; But a mistake had been made and Mr Bellingham was reinstated 
without l o s s of service. 
Mr. B. "Oh why, ayel And e v e r y time i s i t me? I s i t me? And I 
think i t was the second l a s t time somebody s a i d my namewas 
on i t ; but i t wasn't. I t was a load of rubbish • But e v e r y 
time you think i t ' s you. I t ' s your turn ... and you're out 
the door! I mean what do people expect workers to do? You 
can be i n anythingl I f you haven't got a f u t u r e l i k e t h a t 
you j u s t l o s e a l l f a i t h i n t h a t way of l i f e . You've got 
ambition but i t ' s knocking your d r i v e down a l l the time 
because you're always thinking that way, that the next time 
i t ' s going to be you. You're out the door and you've got 
nothing1" 
Mrs. B. "But t h a t was why when you were made redundant you thought 
you would t r y something d i f f e r e n t - to g e t out of 
engineering - to get out of t h i s s i t u a t i o n where you're 
always wondering i f i t ' s going to be your turn next." 
L i k e Mr Jackson, Mr Bellingham was i n a s e c t o r of the job s t r u c t u r e 
t h a t was p a r t i c u l a r l y s u s c e p t i b l e to redundancy. Somehow he had 
managed to s u r v i v e 13 continuous years, though, and so i t seems he was 
on h i s way to becoming a long-service worker. When interviewed he had 
got another engineering job but he was f u l l y aware t h a t as a l a s t 
s t a r t e r he should be one of the f i r s t out i f f r e s h redundancies 
occurred. He was extremely unsettled and l i k e Mr Jackson he t r i e d to 
get a job i n the Post O f f i c e (Telecommunications s i d e ) because i t 
seemed secure and had a future. 
In f a c t , as has been noted a l r e a d y , Mr Bellingham got another 
engineering job. However, should he be made redundant again through 
being l a s t - i n and/or the s h o r t f a l l i n general demand - (at the time of 
i n t e r v i e w he was working a one-day week) - he may be f i n a l l y pushed 
i n t o an u n s t a b l e m u l t i p l e employer p a t t e r n - a p a t t e r n t h a t he 
p a r t i c u l a r l y did not want. 
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Should t h i s happen he may j o i n a group of 'I n v o l u n t a r y M u l t i p l e 
Job Changers' - a sub-category of the Unstable Sector who have had a 
h i s t o r y of m u l t i p l e job change, l a r g e l y induced by t h e i r being 
repeatedly pushed out of employment. 
Mr Hickson, a time-served Capstan-Setter-Operator from Tress, was one 
of these: 
F.P. "Did you ever leave any jobs v o l u n t a r i l y , for more money ... 
or . . . ? " 
C.H. "Sometimes more money, or as you were coming on to where 
they looked l i k e c l o s i n g up. Remember Baker Perkins closed 
down and they decided i t would be more b e n e f i c i a l for them 
to go back down to Peterborough - the Machine Shop - and 
they came back up again about two ye a r s a f t e r . You know, 
you were put on the scrapheap. That's how I was g e t t i n g 
moved around; you were more-or-less thrown on to your 
scrapheap. A few jobs I went f o r the money. The m a j o r i t y 
of time, though, i t was because they were folding up i n t h i s 
area." 
Mr Hickson worked for 13 companies i n h i s time - a l l i n an Engineering 
c a p a c i t y - and had a long h i s t o r y of predominantly i n v o l u n t a r y 
m u l t i p l e employment. Apparently through a combination of being 
c o n t i n u a l l y l a s t i n , being a v i c t i m of s e v e r a l t o t a l c l o s u r e s , and 
(possibly) having a s k i l l that appears to be p a r t i c u l a r l y susceptible 
to fluctuation, Mr Hickson had never experienced s i n g l e employer long 
term employment and s e c u r i t y p r i o r to working a t T r e s s . At T r e s s , 
however, he had comparative s t a b i l i t y and was there 16 years, before 
being made redundant again. After leaving Tress he was made redundant 
yet again - s t i l l i n h i s trade. At the time of interview Mr Hickson 
was i n h i s m i d - f o r t i e s and so i t seems l i k e l y t h a t he would be 
p a r t i c u l a r l y conscious of the need to achieve the measure of security 
that so far had eluded him. 
Some people within the Unstable Sector - including possibly Mr Hickson 
and Mr Bellingham - are probably more l i k e l y than others to be 
d i s s a t i s f i e d w ith t h e i r s i t u a t i o n . These people may experience 
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f e e l i n g s of deprivation because they have strong desires for security 
w hich cannot be s a t i s f i e d , e i t h e r because of the s o r t s of 
c h a r a c t e r i s t i c s mentioned e a r l i e r which make some jobs (or sectors) 
more un s t a b l e , or because the d e s i r e f o r s e c u r i t y i s found to be 
incompatible with the achievement of some other e q u a l l y strong 
objective. People l i k e l y to be i n most d i s t r e s s , i t seems, are those 
who p a r t i c u l a r l y desire guaranteed continual employment and/or income, 
and those most f e a r i n g t h e i r chances of r e g a i n i n g work e a s i l y once 
made redundant and unemployed. 
Thus, we might expect such people i n d i s t r e s s to tend towards ce r t a i n 
c h a r a c t e r i s t i c types: - they may be f a m i l y men with f i n a n c i a l 
commitments seeking s t a b i l i t y of employment and income; they may be 
o l d e r men - (or men who can see o l d age approaching); or they may be 
u n s k i l l e d men - (or men whose s k i l l s have gradually l o s t t h e i r former 
market power). I t seems l e s s l i k e l y that these men, who need to b u i l d 
up their years of s e r v i c e , who p ossibly lack confidence and/or power 
inthe market, w i l l v o l u n t a r i l y change jobs to any g r e a t degree - a t 
l e a s t within engineering - the l e s s so the l i g h t e r the general state 
of demand for labour. 
However, i t would be i n c o r r e c t to suggest t h a t everybody i n the 
unstable sector - or who has experienced unstable employment i n the 
past - was p a r t i c u l a r l y distressed a t the i r lack of security. People 
v a l u e d s e c u r i t y but not everybody was c o n s c i o u s l y concerned with 
f o l l o w i n g s t r a t e g i e s d e l i b e r a t e l y c a l c u l a t e d to building up future 
p r o t e c t i o n . Some people had other g o a l s i n mind, l i k e maximising 
income, doing i n t e r e s t i n g work, working outdoors, or escaping from 
monotony e t c . 
Such g o a l s could and indeed f r e q u e n t l y d i d i n v o l v e 'chopping and 
changing' companies. These people p o s s i b l y did not f e e l they 
p a r t i c u l a r l y needed the protection of a secure job. Possibly they had 
a s k i l l which was very much i n demand; or they were a t any age when 
jobs were p l e n t i f u l ; or they were i n a position i n the l i f e - c y c l e that 
was free from family induced r e s p o n s i b i l i t i e s and commitments. These 
people you would not expect to f i n d i n a secure p r o t e c t e d s e c t o r 
simply because they have never stayed anywhere long enough to b u i l d up 
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the y e a r s , or had any s t r o n g m o t i v a t i o n to do so. These people tend 
to have had a m u l t i p l e work h i s t o r y t h a t was l a r g e l y v o l u n t a r i l y 
induced. These men we have c a l l e d 'Voluntary Multiple Job Changers'. 
One such man was Mr Haigh, a Tool-Maker i n h i s e a r l y f i f t i e s , who 
worked a t 9 places before s e t t l i n g for Scotswood. At l e a s t u n t i l he 
got married he " l i k e d to move around". Only once - a p a r t from the 
f i n a l closure - was movement induced by redundancies: 
F.P. " I s i t a k i n d of f e a t u r e of your trade to be s o r t of ' i n -
and-out'?• 
L.H. "Oh no ... no. I t was when I was young and s i n g l e you know. 
I l i k e d to move around you know; you got fed up with one job 
and you went t o a n o t h e r j o b . I went t o C h u r c h i l l s . 
Barfords, C a t e r p i l l a r ... Michell Bearings." 
Mr Haigh's p a t t e r n of job change a p p a r e n t l y a l t e r e d when he got 
married - i.e. i t appears he v o l u n t a r i l y stopped 'chopping and 
changing' and sought s t a b i l i t y and safety - the significance of which 
i s strengthened by s i m i l a r statements made elsewhere. A f u r t h e r 
important f a c t was that demand for h i s s k i l l s was heavy. A strategy 
of voluntary 'chop and change' would seem to suppose not only a desire 
but a l s o the opportunity; and of course the more a person i s aware of 
opportunity the l e s s i t i s l i k e l y that he w i l l be security-minded. 
F.P. " I s there any si n g l e reason why you changed jobs so much?" 
L.H. "To get experience." 
F.P. "To get experience. I s i t common amongst men of your 
trade?" 
L.H. "Well, i t was a t the time. I t was ... because jobs were 
p r e t t y easy to get. You know; I mean, l i k e , you heard a 
bloke say "there's a good job i n Chur c h i l l s " , you know, and 
you'd s a y "oh w e l l " - t h e y ' r e good maybe f o r t h e i r 
c o n d i t i o n s . I didn't think when I was younger the way I 
think today; I would say "oh, I ' l l t r y there" ... " I ' l l go 
there", you know. I went to Barfords and found i t wasn't 
a l l i t was cracked up to be. So I went back to Scotswood; 
I t ' s j u s t a phase t h a t you go through I think. You know, 
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you get browned off and you say "Oh I ' l l go to Church!lis", 
and i f anything came up I went for the job a t C h u r c h i l l s ; 
and I went there and I found that was even worse! Oh i t was 
t e r r i b l e l I s a i d "Oh l e t ' s get another job", and then I 
went back to Vickers." 
Mr Haigh said that h i s jumping about stopped a f t e r he got married and 
as he got o l d e r . I n f a c t immediately p r i o r to the c l o s u r e he had 
notched up about 16 continuous years of s e r v i c e and he was on the way 
to becoming a long-term server. Moreover, - he was i n a section - the 
Tool Room - that was not subject to much f l u c t u a t i o n and he was known 
as a p a r t i c u l a r l y s k i l f u l tradesman. He was i n a very safe job - bar 
t o t a l closure. He would have been very r e l u c t a n t to have v o l u n t a r i l y 
given i t up. 
One of the s i g n i f i c a n t f e a t u r e s of Mr Haigh's job h i s t o r y i s t h a t he 
was a p p a r e n t l y a b l e to stop 'jumping about' a t w i l l . This could be 
simply a matter of luck - for example he might have ended up i n a firm 
j u s t a t the r i g h t time when there was a high g e n e r a l demand f o r t h a t 
firm's products; but i t a l s o seems l i k e l y that i t had something to do 
with the nature of h i s s k i l l i«e. on the one hand i t was possibly l e s s 
prone to redundancy, and on the other i t was i n high demand; and 
th e r e f o r e Mr Haigh may have been l e s s a t r i s k to i n v o l u n t a r y job 
change. This perhaps contrasts with Mr Hickson e a r l i e r who seemed to 
have p a r t i c u l a r d i f f i c u l t y i n escaping a t w i l l from the un s t a b l e 
sector. 
A major drawback of jumping about - whether v o l u n t a r i l y or 
i n v o l u n t a r i l y induced - i s that you do not get established anywhere. 
This means you are always l i a b l e for redundancy. What i s more, some 
believed, your position worsens with each subsequent redundancy. Mr 
Strong c e r t a i n l y believed t h i s : 
B.S. " I t snowballs you see. I t ' s a vicious c i r c l e . The shorter 
the period you stay with a firm the worse off you are. This 
i s why I s t i l l maintain that i f you can get a job - a steady 
job - i n a f i r m where you know you're going to be i n for 
l i f e - you're i n t h a t f i r m f o r l i f e - you're much b e t t e r 
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off, rather than chopping and changing." 
F.P. "You have to get established there do you?" 
B.S. "You've got to get established, yes." 
F.P. "So you're not the laBt i n ? " 
B.S. "That's the idea, yes." 
Such i n s t a b i l i t y , being always l i a b l e for redundancy - might not be so 
bad i f times are good, jobs are p l e n t i f u l , and you are i n demand. But 
when times are bad, l i k e now, 'chopping and changing' can be a r i s k y 
business. You only have a tenuous hold on.your job and i f you lose i t 
before you have managed to f i x yourself up somewhere e l s e you could be 
i n a s e r i o u s s i t u a t i o n , and the weaker your power i n the market the 
r i s k i e r i t can be. The p h y s i c a l l y infirm, the u n s k i l l e d , and the old, 
may p a r t i c u l a r l y have a l o t to fear; and awareness of market weakness 
influences career strategy: 
Mr Williams explained: 
"(moving about and chasing the money) only goes to a ce r t a i n 
extent. I mean you come to a peak l i k e when you know, you 
can chase the money for so long and then you say to yourself 
"well, hold i t , I've got to get s e t t l e d i n somewhere"." 
F.P. "When you s t a r t getting a b i t older?" 
B.W. "That's r i g h t , aye. Aye. Oh aye ... oh aye, I mean, you 
can't a f f o r d to chop and change around now. You hang on to 
the job you've got ... because i f you don't w e l l o b v i o u s l y 
you're ' l a s t i n f i r s t out' again aren't you?" 
F.P. "People's minds work l i k e t h i s ? " 
B.W. "Oh aye. Of course. Oh aye. They say "We'll hang on" and 
they hang on and they hang on. "There's always somebody 
a r r i v i n g a f t e r me; w e l l he's out before me i f he comes i n 
after me"." 
So people might hang on, t r y and get e s t a b l i s h e d , and put y e a r s 
between themselves and the l a s t s t a r t e r s . A l t e r n a t i v e l y they might 
get out a l t o g e t h e r and go f o r something - perhaps a completely 
dif f e r e n t industry - that they b e l i e v e to be safer. One such sector 
of employment ap p a r e n t l y w i d e l y b e l i e v e d to be 'safer' was the Post 
Office. 
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Mr Morris, a Capstan/Setter/Operator from Tress: 
"People get to a c e r t a i n age, I think s e c u r i t y s t a r t s to look 
more important than money, you know. Say i f you're getting past 
40, l i k e , you s t a r t thinking, "Well, I ' l l go somewhere e l s e and I 
might be there (only) f i v e y e a r s and I ' l l be 45 and i t ' l l be 
harder and harder to get a job", you know, whereas i f you go to 
the Post Office you've got more-or-less a job for l i f e . " 
So i t follows that i f you have expectations of being i n a weak market 
s i t u a t i o n i n the future then you might follow st r a t e g i e s c a l c u l a t e d to 
reduce l a t e r r i s k ; and with a b i t of luck, you might, by the time the 
years of r i s k a r r i v e , have established for yourself a secure position. 
You might have b u i l t up your years of s e r v i c e and/or got away from 
those jobs or industries more prone to fluctuation and redundancy. 
And indeed i t i s a major observation of t h i s chapter that some men did 
c o n s c i o u s l y s t a y 'immobile' a t Scotswood p r e c i s e l y because they 
thought that they would thereby secure a measure of protection - and 
t h a t subsequent to c l o s u r e some d e l i b e r a t e l y l e f t the 'unstable' 
Engineering industry for 'safe' employment, l i k e the Post Office. 
But as has been pointed out not everybody sought s e c u r i t y or were 
engaged i n e s t a b l i s h i n g themselves. C l e a r l y the decision to take a 
p a r t i c u l a r course of action, to follow a p a r t i c u l a r strategy, to seek 
a prime o b j e c t i v e , v a r i e s according to a number of v a r i a b l e s and 
contextual circumstances. Age, position i n the l i f e - c y c l e , l e v e l and 
s c a r c i t y of s k i l l , and p e r c e p t i o n s and expectations of employment 
chances e t c . have a l l been mentioned as important d i f f e r e n t i a t i n g 
conditions. 
Post-Closure 
A l s o important - p a r t i c u l a r l y , perhaps, i n p r e s e n t times - i s the 
s t a t e of demand f o r Engineering labour i n g e n e r a l . I n a s i t u a t i o n , 
such as now, where i t i s not simply i n d i v i d u a l f a c t o r i e s but a whole 
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region or even i n d u s t r y which has a s h o r t f a l l i n demand, l a c k of 
confidence i n the capacity of the trade to secure you a future becomes 
widespread. 
Ri c h a r d Ke n i l worth, a machine o p e r a t o r / l a b o u r e r from T r e s s , i n h i s 
mid-forties, spoke the minds of many when he said: 
"To me, f a c t o r y work to me i s not ... i t ' s very u n s e t t l i n g . To 
me that's one i n d u s t r y - l i k e Engineering - such as t h a t where 
you're here today and gone tomorrow l i k e as f a r as I'm concerned 
- i n t h i s day and age. I think you're on a t i g h t rope. Every 
factory i n t h i s country i s on a tight-rope. I think they're a l l 
looking over t h e i r shoulders." 
C h a r l e s Wetson, a 30 year o l d time-served f i t t e r from T r e s s , a l s o 
said: 
C.W. " I want to keep out of fa c t o r i e s (now) i f possible." 
F.P. "Any fa c t o r i e s ? Or j u s t engineering?" 
C.N. "Hell engineering mainly." 
F.P. "Because you don't t r u s t them any more?" 
C.W. "Hal ... B a s i c a l l y I don't t r u s t any factory any more." 
F.P. "They're a l l l i k e l y to close, do you mean?" 
C.W. "Mostly the engineering now I think. I mean you would 
never believe Vickers shutting t h e i r s ' down." 
F i n a l l y Mr Williamson, a non time-served M i l l e r from Scotswood echoed 
the general view: 
"Let's face i t , you could never say 'well I've got two years work 
on'. You could never say now 'I've got two years work 1 because 
you j u s t don't know what's going to happen." 
I n view of such a widespread opinion of the l a c k of s e c u r i t y to be 
found i n Engineering i t was not s u r p r i s i n g , then, to f i n d t h a t some 
people appeared to have made a conscious e f f o r t to gain employment 
outside the industry. 
Tommy Tomlinson worked a t Tress as a F i t t e r for about 15 years a f t e r 
leaving school but by the time of the interview he had been unable to 
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f i n d s u i t a b l e employment since the redundancy 25 months e a r l i e r and he 
had been a p p l y i n g f or jobs outside h i s trade. Although t h i s was 
undoubtedly p a r t l y a consequence of the f a c t that he was simply unable 
to get a job i n an Engineering factory to h i s l i k i n g , (he t r i e d firms 
such as Vickers, Parsons, C h u r c h i l l s , B r i t i s h Engines etc.) i t could 
a l s o p o s s i b l y r e f l e c t a l a c k of confidence i n h i s trade as a work 
t i c k e t : 
F.P. "When you say you'd t r i e d f o r jobs outside your trade, does 
t h a t mean t h a t you would never want to go back i n t o your 
trade?" 
T.T. " H e l l I wouldn't say t h a t I wouldn't want to go back i n t o 
the trade, i t ' s j u s t t h a t the trade's not ... i t ' s not there 
a t the minute, l i k e , you know; i t ' s not worth i t ... not 
with being a tradesman." 
F.P. "Do you mean money-wise or job-wise?" 
T.T. "Job wise; you're not guaranteed jobs now, l i k e , i n a trade 
- e s p e c i a l l y Engineering." 
For Tommy Tomlinson, serving an apprenticeship and learning a trade 
had not paid the dividends he expected, p a r t i c u l a r l y i n regard to a 
secure future. 
Another man who had never worked outside Engineering but who had h i s 
confidence i n the trade destroyed was Chris Teacher. Mr Teacher was 
around 40 years o l d , a time-served tradesman from Scotswood, and 
married with young children, and who u n t i l r ecently would never have 
dreamed of taking a job outside Engineering. Looking for s e c u r i t y , 
however, he t r i e d for a postman's job: 
" I couldn't see any f u t u r e a t a l l ... you've got to be looking 
for security, and j u s t a t the moment - w e l l , for the past 5 or 6 
years there j u s t hasn't been any s e c u r i t y i n Engineering, you 
know. I mean, you co u l d change your job and you could say to 
your new employer "Well, how long can you guarantee me working?" 
and they can't give you a guarantee you know. 
My choice was the Post Office because I thought I would have more 
security i n the Post Office. I never r e a l l y thought about other 
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things." 
Many people thought t h a t i f Scotswood c o u l d c l o s e down 'nowhere's 
safe', and i f whole f a c t o r i e s are s h u t t i n g up then 'there's no such 
thing as security i n engineering any more'. No s k i l l s are guaranteed 
employment and when a whole i n d u s t r y i s c o n t r a c t i n g nobody i s 
unaffected. 
However, t h i s tendency for some people to be moving out of engineering 
was not n e c e s s a r i l y simply a consequence of widespread pessimism about 
the general demand that could be expected to come from the industry i n 
the f u t u r e . I t could a l s o p a r t l y be an attempt by people to get out 
of the p a r t i c u l a r l y r i s k y u n s t a b l e s e c t o r i . e . the people who -
v o l u n t a r i l y or i n v o l u n t a r i l y - were engaged i n a pattern of multiple 
job change, as w e l l as people who had o n l y r e c e n t l y ' f a l l e n ' from a 
previous state of s i n g l e employer s t a b i l i t y . 
Amongst the Scotswood sample men had to f a c e the f a c t t h a t t o t a l 
factory closure had the consequence of t h e i r l o s i n g th e i r positions i n 
the protected sector; and that, moreover, without the years of s e r v i c e 
to buttress them, s t a r t i n g afresh a t a new engineering place increased 
t h e i r c h a nces of b e i n g ' f i r s t out' i n the e v e n t of f u r t h e r 
redundancies. Consequently, by compounding t h e i r insecure status as 
l a s t s t a r t e r s with th e i r pessimism about the general lack of demand i n 
Engineering, many people faced the prospect of getting trapped into a 
cycle of involuntary recurrent unemployment. 
A l l e n H a l l i d a y , a tradesman i n h i s f i f t i e s , was a man who f e l t the 
pressure: 
"It ' s the same people a l l the time. This i s i t l That's l i k e me. 
Now i f I'm f i n i s h e d a t Bird's Engineering ... you know, I mean i f 
i t happens t h a t I'm - we're going on s h o r t time next week - but 
i f i t happens that there's another redundancy then - I mean, I'm 
i n the tool-room: f a i r enough, i t might pass us by but ... but i f 
I was i n the workforce again I would have been outl So I went to 
another firm; I was o f f e r e d a job a t 'Carsons Engineering' 
a c t u a l l y . You know, when I looked l i k e g e t t i n g f i n i s h e d a t 
Bird's I rang up Carsons. He s a i d "Can you s t a r t tomorrow?" so I 
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was s t r a i g h t i n t o another job again. Do you understand what I 
mean? But i f i t had come to redundancy a t Bird's I was going to 
be f i r s t out again there. So I would go on a l l the time u n t i l I 
r e t i r e because I was ' l a s t - i n f i r s t - o u t 1 . And t h i s i s what's 
hapening." 
The f e a r of b e i n g pushed i n t o i n s t a b i l i t y - of j o i n i n g t h e 
' I n v o l u n t a r y M u l t i p l e Job Changers' - and not knowing when i t w i l l 
end, c o u l d be enough to motivate men t o t r y and get out of the 
v o l a t i l e engineering industry into an area believed to be more s t a b l e 
- even, sometimes, a t the c o s t of lower pay or l e s s s t a t u s . Such a 
motivation, of course, would l i k e l y be strongest i n those p a r t i c u l a r l y 
h i g h l y o r i e n t a t e d towards s e c u r i t y . Age again seems to be a 
p a r t i c u l a r l y s i g n i f i c a n t conditioning factor - a factor that seems to 
operate regardless of s k i l l . 
Mr H a l l i d a y was i n h i s f i f t i e s and d e s p i t e a p p a r e n t l y being an 
exceptionally gifted engineer even he s e r i o u s l y considered getting out 
of the trade - f o r work which he c l e a r l y thought waB of much lower 
s t a t u s but which had, f o r him, the very powerful a t t r a c t i o n of 
promising long and stable employment. 
" I ' l l t e l l you what, I wrote away f o r - that's when t h i s Bird's 
business was on - f o r a storekeeper a t the P.T.E.I - because i t 
seemed to me as though i t was a job for l i f e there." 
Another man who had s u f f e r e d a dramatic f a l l from p r o t e c t i o n to 
i n s e c u r i t y and who was p a r t i c u l a r l y conscious of h i s age was Mr Straw. 
Mr Straw was a labourer i n h i s l a t e 40's who worked over 20 continuous 
years at Scotswood. He was very fortunate and got another labouring 
job i n another l a r g e engineering company; however, although he was 
t h a n k f u l to have a job he was q u i t e aware t h a t as one of the l a s t i n 
he could soon be made redundant again; and i f t h i s happened he feared 
i t could be some time before he regained work. The c l o s u r e had f o r 
him p a r t i c u l a r l y severe consequences; h i s l i f e - s t y l e changed from one 
based on comparative s t a b i l i t y and p r e d i c t a b i l i t y , to one conditioned 
by constant feelings of unsettlement and apprehension - a consequence 
of losing h i s Scotswood protection: 
1M. 
" I have a nervous stomach as i t 1B, and i t was j u s t g e t t i n g on 
top of us, you know. I mean i t a t i l l i s now with t h i s t h r e a t of 
redundancy. I mean, I've been f o r t u n a t e ... as I s a i d , our shop, 
now you've got a l o t of o l d - t i m e r s and they v o l u n t e e r e d to get 
t h e i r money, but i f they hadn't v o l u n t e e r e d I would have been 
out; I mean, they're even t a l k i n g about i t now ... even taking. 
people o f f n i g h t - s h i f t and a l l t h a t you know. W e l l , there's 
three l a d s came i n a f t e r me and I'm the fourth. They were 
talking about taking three lads o f f . So you know. 
At one time, i f you had been 20 odd years a t Vickers, you'd think 
"Oh, I'm here f o r l i f e " .. but now I'm up a t t h i s p l a c e , e v e r y 
time there's t a l k of redundancies i t seems to, you know ... i t 
h i t s here (in the stomach)." 
Mr Straw had good reason for f e e l i n g concerned because he knew that, 
as a labourer, and as an o l d e r man, he was l i k e l y to have a 
p a r t i c u l a r l y hard time finding work. I t was not at a l l surprising to 
f i n d t h a t he f e l t very nervous and i n s e c u r e . He was i n a very weak 
market s i t u a t i o n , and he had l o s t h i s 'long s e r v i c e ' p r o t e c t i o n . So 
weak, i n f a c t , was h i s market p o s i t i o n , t h a t f o r him simply having a 
job - any job - would be h i s main objective. 
Consequently, with very p e s s i m i s t i c e v a l u a t i o n s of h i s employment 
chances i n mind, any further redundancy would very l i k e l y induce him 
to go after or accept jobs which might be ignored or refused by others 
- p a r t i c u l a r l y , (he suggested) the young: 
" I think i f i t was j u s t average money I would take the job j u s t 
to have a job. I wouldl I mean Brian Smith was t e l l i n g me that 
t h e i r p l a c e f or a tradesman - he's on piecework a t 'Jones 
Brothers' and Peter Henderson i s the same - he works j u s t over 
Blaydon - the wages a r e t e r r i b l e l You know. But i t ' s a job. 
You've got to take i t . I mean, because they're l a d s , I mean, 
they're 56 ... 58, they might never get a chance; they've got to 
hang on to that; but a younger lad won't stand for i t . You know, 
h e ' l l d r i f t away where the money i s . " 
As an older man, Mr Straw believed that there was l e s s options open to 
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him with job o p p o r t u n i t i e s being few and f a r between. I f he r e f u s e d 
one o f f e r who knew how long i t would be u n t i l the next one came up? 
And meanwhile he had to e x i s t on the Dole and s u f f e r the s t a t u s of 
unemployment. 
F i n a l l y , another man who had dropped h e a v i l y i n security status and 
who was o n l y very weakly committed to s t a y i n g i n engineering was Mr 
Mason. Again, age appeared to be a s i g n i f i c a n t f e a t u r e . But a l s o 
p e r t i n e n t was t h a t Mr Mason b e l i e v e d he s i m p l y had not got the 
'outlook 1 of a 'chop and changer'. 
Like the other men - Mr Ha l l i d a y and Mr Straw - A l l e n Mason had a fear 
of g e t t i n g trapped i n a r e - c u r r e n t redundancy c y c l e . Again, he was 
around the f i f t y year o l d mark and again he had never been unemployed 
prior to the closure. Consquently he was not accustomed to short term 
employment, nor, of course, short-term security. Since Scotswood he 
got another job i n h i s trade of 'Turner1, but at the time of interview 
he was expecting to be paid off again. He did not l i k e the experience 
of s i x months unemployment after Scotswood and he did not r e l i s h the 
idea of i t happening again: 
"As I say, I'm expecting to be on the Dole again i n 5 or 6 weeks, 
and i f t h i s happens l i k e , I want to be out of Engineering. This 
i s ... from my p o i n t of view i t ' s common sense to be out now 
because any Engineering Works ... as I say I haven't got a l o t of 
f a i t h i n Engineering now, the way things are heading. Any 
Engineering Works a t my age I'm going i n and i f there's any 
r e c e s s i o n i n the works a t a l ' l and anybody's paid o f f i t ' l l be 
' l a s t - i n f i r s t - o u t ' , and I ' l l be one of them. And I worked for 
V i c k e r s 37 y e a r s and I'm not the k i n d of bloke t h a t wants a job 
for 6 months, 3 months or whatever, and then look for somewhere 
e l s e . I want a job where I'm s e t t l e d . That's the way I l i k e to 
work. 
What I'd l i k e i s a steady secure job, and I can't see one i n 
Engineering nowadays." 
Moving from protection at Scotswood into an insecure work pattern was 
a big shock for Mr Mason. He could see himself embarking on a path of 
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e r r a t i c m u l t i p l e job change and he did not l i k e the prospect. A 
combination of the Depression, being l a s t - i n , and h i s age, a l l seemed 
to him to be pushing him towards t h i s end. He had a strong motivation 
to get out i n t o a s a f e environment - a motivation strengthened, he 
claimed, by a work h i s t o r y t h a t had i n s t i l l e d i n t o him a t t i t u d e s 
antipathetic to a strategy of 'Chop and Change1. 
A.M. "Most of the blokes on my section a t Scots wood - long-time 
s e r v i c e you know - t h e y ' l l probably f e e l the same as me; we 
want a steady job." 
P.P. " I s i t ingrained into people?" 
A.M. " I think so, yes. Yes, I t h i n k i t ' s i n g r a i n e d i n t o people. 
In fact, i f I'd floated about when I was younger - l i k e some 
did, you know - chasing money and what not - I might not 
have been s e t t l e d now; but, as I say, you get i n t o a steady 
job and you're i n a long time and you get i n t o a r u t . And 
i t becomes a way of l i f e for you." 
So people would develop an o r i e n t a t i o n towards s e c u r i n g steady 
employment, and, i t f o l l o w s , they c o u l d seek to c o n s c i o u s l y s e l e c t 
employment which they expect - r i g h t l y or wrongly - to be secure and 
a v o i d employment - l i k e e n g i n e e r i n g - which i s l i k e l y to be s h o r t 
term. The degree to which ' s e c u r i t y ' would be a p r i o r i t y w i l l , of 
course, d i f f e r from person to person and according to circumstance. 
Moreover, not being able to get a preferred secure job does not mean 
that l e s s than i d e a l employment would n e c e s s a r i l y be rejected. A l l e n 
Mason, for example, would have taken a job i n Engineering: 
"Don't get me wrong. I might have to s t a r t i n Engineering again 
when t h i s job pays o f f . I might have to. But i t won't be 
through choice. I t ' l l be because there's nothing e l s e . " 
I t seems even an insecure Engineering job could be better than l i f e 
on the dole. 
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Conclusions 
Co n t r o l l i n g your l i f e , being able to choose an i n d i v i d u a l l i f e - s t y l e , 
and being able to move towards some goal, possibly projected far into 
the f u t u r e , i s one aspect of what ha v i n g s e c u r i t y means. V i c k e r s 
Scotswood was seen by some as the s o r t of p l a c e t h a t you could (a) 
depend upon and (b) i n which you c o u l d b u i l d y o u r s e l f a c a r e e r . You 
could depend upon i t to provide you with i f not a l a r g e income a t 
l e a s t a r e g u l a r one; and when you have got f i n a n c i a l commitments or 
you s i m p l y want to p l a n ahead f o r h o l i d a y s , or such l i k e , a r e g u l a r 
predictable income i s what you want. Moreover, unlike a l o t of small 
new companies Scotswood had been there for nearly 100 years; i t seemed 
e s t a b l i s h e d ; i t seemed sound; and i t was not l i k e l y to s i m p l y 
disappear overnight; so Scotswood seemed a s a f e company to which to 
commit y o u r s e l f . For young people i n p a r t i c u l a r Scotswood a l s o 
o f f e r e d the prospect of upward m o b i l i t y . I t was a l a r g e company 
inside which you might expect opportunities to a r i s e ; and e s p e c i a l l y 
i n l a t e r years when there was an expansion i n non p r o d u c t i v e 
occupations i n planning, progressing, and the such l i k e , and when i t 
became established that jobs s h o u l d be a d v e r t i s e d i n t e r n a l l y f i r s t 
before going to the outside market, o p p o r t u n i t i e s f o r promotion d i d 
e x i s t . 
With i t s d e p e n d a b i l i t y and long term p o s s i b i l i t i e s , t h e r e f o r e , 
Scotswood provided the p o s s i b i l i t y of 'a future'. People who are 
never sure what the next day w i l l bring tend to l i v e for the immediate 
i.e. t h e i r time horizons are short; and they adapt their l i f e - s t y l e s 
a c c o r d i n g l y ; long term r i s k s are minimised. I f you were f o r t u n a t e 
enough to get established at Scotswood, however, your horizons could 
lengthen and your c r e d i t worthiness increase; you could buy a car or a 
house. You could think long term and plan accordingly. 
S e c u r i t y , however, i s not n e c e s s a r i l y sought for the conditions i t 
p r o v i d e s f o r p o s i t i v e forward p l a n n i n g . I t has a second aspect; an 
e s s e n t i a l l y n e g a t i v e d e f e n s i v e one; t h i s a s p e c t l a y s emphasis on 
p r o t e c t i o n and i t has most appeal to those with most to f e a r 
unemployment. As market-power i s reduced i t i s perhaps t h i s second 
aspect which comes to the fore; the worker becomes more concerned with 
h o l d i n g h i s p o s i t i o n and m a i n t a i n i n g what he h a s got, r a t h e r t h a n 
p r o g r e s s i n g on to o t h e r t h i n g s . The immediate s h o r t term becomes of 
more c o n c e r n t h a n any future p l a n s , o t h e r t h a n t h e most d e f e n s i v e 
ones. 
E. W i g h t Bakke, i n h i s book "The Unemployed Han" n o t i c e d t h a t i t was 
t h i s s e c o n d a s p e c t w h i c h c h a r a c t e r i s e d t h e men he s t u d i e d i n t h e 
Depression y e a r s of the 30's: 
"Another c h a r a c t e r i s t i c of the way i n which the worker p r o t e c t s 
h i s f u t u r e i s t h i s . I t i s ' s e c u r i t y ' r a t h e r t h a n ' a m b i t i o n ' 
f o r e s i g h t . The e m p h a s i s i s n o t upon making a g g r e s s i v e p l a n s 
w h i c h w i l l u l t i m a t e l y l e a d me t o a b e t t e r p o s i t i o n or a l a r g e r 
income, or a more sec u r e job. The emphasis i s not upon a v o i d i n g 
i n s e c u r i t y by c l i m b i n g away from i t ; i t i s upon c o n s o l i d a t i n g the 
p o s i t i o n a l r e a d y o c c u p i e d , making s u r e t h a t such advantages as 
one h a s do not s l i p t h r o u g h one's f i n g e r s . " 1 
One of the ways men 'defend t h e i r p o s i t i o n ' i s to s t a y where they are? 
r i s k i s minimised. At a time of extreme unemployment, l i k e now, even 
the most d e t e s t e d j o b s may be 'stuck out' - a j o b becomes nothing more 
t h a n 'a job'. I n a 1978 s u r v e y i n N o r t h S h i e l d s 2 one t h i r d o f t h e 
employed men i n t e r v i e w e d were s a i d t o be s t a y i n g immobile r a t h e r than 
i n c r e a s e t h e i r r i s k of unemployment by moving to a n o t h e r j o b . 
Stagnation i n a d i s l i k e d job, a c c o r d i n g to the survey, was p e r c e i v e d 
as the r a t i o n a l c o u r s e of a c t i o n t o t a k e i n a c o n t e x t of h i g h 
unemployment. 
D e f e n s i v e l y o r i e n t a t e d s e c u r i t y s t r a t e g i e s , are not s i m p l y confined to 
p e r i o d s of h i g h unemployment. T h i s we h a v e s e e n . P e o p l e ' s m a r k e t -
power can be s e r i o u s l y weakened whatever the o v e r a l l l e v e l of a c t i v i t y 
i n the economy. The onset of middle-age i s e s p e c i a l l y seen as a time 
for 'getting s e t t l e d i n ' somewhere. S k i l l , redundancy or the l o s s of 
a ' g e n e r a l i s e d ' s k i l l i s a f u r t h e r inducement. Consequently, workers 
may s t a y immobile even when the g e n e r a l l e v e l of economic demand i s 
q u i t e h i g h . T h i s was the case f o r some of the men a t Scotswood. 
I n f a c t , S cotswood t e n d e d t o p r o v i d e the c o n d i t i o n s f o r p e o p l e t o 
f o l l o w both ' p o s i t i v e ' and 'negative' s e c u r i t y s t r a t e g i e s ; t h a t i s to 
s a y , p e o p l e saw i t a s a p l a c e f o r g e t t i n g i n and g e t t i n g on and a s a 
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place for s e t t l i n g i n and staying put. 
In t h i s l a t t e r respect i t was necessary for a person f i r s t of a l l to 
get e s t a b l i s h e d . As we have seen, the j o b s t r u c t u r e tended to be 
o b j e c t i v e l y bisected between a s t a b l e and unstable sector - a d i v i s i o n 
mirrored i n other Tyneside engineering firms - such that some workers 
were more secure than others. Once established i n the sta b l e sector, 
however, Scotswood workers d i d f e e l r e l a t i v e l y secure; and many 
thought they would be working there u n t i l retirement. 
The bases of the r e l a t i v e s e c u r i t y within the s t a b l e sector appears to 
have been a combination of a number of f a c t o r s , such t h a t the more a 
person was f a v o u r a b l y disposed i n regard to them the b e t t e r o f f he 
was. Of these, perhaps the most s i g n i f i c a n t ones weret The operation 
of the, union p r i n c i p l e * " l a s t - i n , f i r s t - o u t " - which, of course, gave 
p r e f e r e n t i a l treatment to ' f i r s t - s t a r t e r s ' - The "lengths of runs of 
work" - which tended to favour some s k i l l s more than others, and some 
people engaged on some 'jobs' r a t h e r than oth e r s ; i n t h i s l a t t e r 
r e s p e c t i t was not unusual f or some of the long term s e r v e r s to be 
engaged on the same 'job' f o r most of t h e i r w o r k - l i v e s - and, 
p o s s i b l y , managerial p r o t e c t i o n , i n the form of temporary transfers 
e t c . for people of p a r t i c u l a r v a l u e to the Company - p a r t i c u l a r l y , 
perhaps, people with unusual or p l a n t s p e c i f i c s k i l l s , the replacement 
of which might be d i f f i c u l t or/and co s t l y . 
These differences i n 'objective' s t a b i l i t y do not appear to be s o l e l y 
p e r c e p t i o n s of the detached a n a l y s t , nor sim p l y some a b s t r a c t 
c a t e g o r i e s of an academic theory; people appeared themselves to be 
aware of d i f f e r e n t i a l opportunities for security, and i n response to 
t h i s awareness were l i k e l y to pursue s t r a t e g i e s c a l c u l a t e d to be 
appropriate for their circumstances. Consequently, i t seems that both 
i n the past, and even, a l b e i t to a l e s s e r degree, i n pr e s e n t times, 
people may have been e x e r c i s i n g some measure of s e l f - s e l e c t i o n of 
jobs. This exercise of choice, however limited, could be an important 
factor i n labour market operations. 
This measure of s e l f - s e l e c t i o n , however, does not mean that everybody 
i n f a c t n e c e s s a r i l y managed to e s t a b l i s h themselves i n the type of 
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employment they p a r t i c u l a r l y wanted; i t was pointed out, for example, 
t h a t some people s t r o n g l y d e s i r i n g ' s e c u r i t y ' were u n s u c c e s s f u l i n 
t h e i r endeavours because of the existence of one or more of a number 
of factors, including: 
a) The existence of forces making ce r t a i n groups - apparently those 
w i t h c e r t a i n s k i l l s and t h o s e ' l a s t - i n ' - more prone to 
redundancy. 
b) The e x i s t e n c e of s e l e c t i v e r e c r u i t m e n t p r a c t i c e s , such as, for 
example, where young men may i n some circumstnces be preferred to 
old, or women to men. 
c) The existence of apparently incompatible objectives; thus people 
with strong d e s i r e s f o r both s e c u r i t y and ( r e l a t i v e l y ) high 
income (e.g. men with f a m i l i e s and a mortgage) may have been 
unable to find employment offering both rewards; i n these cases 
the achievement of one o b j e c t i v e may not have l e s s e n e d strong 
feelings of being deprived of the other. 
I n t h i s l a t t e r r e s p e c t , there was evidence t h a t subsequent to the 
Scotswood c l o s u r e many people were h i g h l y conscious of being faced 
with a choice between l e a v i n g u n s t a b l e engineering and going a f t e r 
something b e l i e v e d more secure - l i k e the Post O f f i c e - but a t an 
expected c o s t of lower income and/or s t a t u s ; and, s t a y i n g i n 
engineering, getting higher pay, but experiencing strong feelings of 
insecurity. Many of the men f e e l i n g t h i s way would have dropped from 
the stable protected sector a t Scotwood into unstable employment, and 
with being ' l a s t - i n ' might very w e l l have expected to be 'first-out'; 
but even before the closure, however, there were men i n the unstable 
s e c t o r a t Scotswood - men who had not e s t a b l i s h e d themselves - who 
f e l t t h i s way. 
These men, who were e i t h e r r e s t r i c t e d to the i n s e c u r e unprotected 
s e c t o r a t Scotswood or had s i n c e the c l o s u r e 'dropped' i n t o other 
i n s e c u r e employments, tended to be - (or were l i k e l y to become) -
members of the group r e f e r r e d to as ' I n v o l u n t a r y M u l t i p l e Job 
Changers' - a group the most s a l i e n t c h a r a c t e r i s t i c of which i s the 
s t a t e of being p a r t i c u l a r l y v u l n e r a b l e to s u f f e r i n g r e c u r r e n t 
unemploymen t . 
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Other men did not seem p a r t i c u l a r l y concerned to gain s e c u r i t y and 
g i v e high p r i o r i t y to other g o a l s from work. They i n c l u d e d amongst 
th e i r number a group described as 'Voluntary Multiple Job Changers' -
although there could have been 'unconcerned' men amongst the 
'Involuntary Multiple Job Changer' group as w e l l . The men who seemed 
l e s s concerned about s e c u r i t y as a goal tended to be young and/or 
B i n g l e . A major i n f l u e n c e on the r o v i n g a t t i t u d e s of many of these 
people could have been the r e l a t i v e strength of their market-power. 
The suggestion was, however, t h a t these men were u n l i k e l y to remain 
unconcerned a l l of t h e i r working l i v e s ; evidence suggests t h a t the 
voluntary roaming i s l i k e l y to stop as market-power i s reduced - as 
men get older and/or s k i l l s are devalued - and/or when men get married 
and the i n h e r e n t r i s k of unemployment i n v o l v e d i n 'chopping and 
changing' i s thought to be incompatible with family objectives. Thus 
i t i s t h a t there may be attempts to get e s t a b l i s h e d before i t i s too 
l a t e . Attempts may be made to get employment popularly thought of as 
guaranteed for l i f e - i n a large engineering firm l i k e Scotswood, or 
maybe even outside engineering l i k e the Post O f f i c e ; or they may 
simply t r y to 'hang on' where they are and b u i l d up the years. 
The degree of importance given to the objective of 'security' v a r i e s , 
but v a r i a b l e s of p a r t i c u l a r s i g n i f i c a n c e appear to be l i f e - c y c l e 
positon, the state of demand, s k i l l s and age. 
'Age' has been h i g h l i g h t e d i n t h i s chapter as being of s p e c i a l 
i m p o r t a n c e ; i t would appear to be a f a c t o r of c o n s i d e r a b l e 
s i g n i f i c a n c e f o r a l l s k i l l groups. I t would seem t h a t age could be 
s i g n i f i c a n t both w i t h i n a s k i l l group - e.g. o l d e r tradesmen may be 
disadvantaged i n respect to younger tradesmen - and i n getting access 
to a s k i l l group e.g. changing from a s k i l l e d or u n s k i l l e d position 
to a s e m i - s k i l l e d one, or v i c e - v e r s a - whether t h i s be done on the 
i n t e r n a l labour market or the external market. 
Re l u c t a n c e to r e c r u i t o l d e r man f o r some types of jobs occurs both 
i n s i d e and outside engineering. This seems to be p a r t i c u l a r l y the 
case where re c r u i t m e n t tendsto be a t the bottom of s e m i - s k i l l e d 
hierarchies, and, possibly, where the work i s of a p h y s i c a l l y arduous 
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or rapid kind. 
Only older men with p a r t i c u l a r l y valued s k i l l s would seem to have good 
employment prospects; other older men may become increasingly security 
conscious as opportunities for employment are reduced. I t may i n f a c t 
be t h a t secure employment for these men may only be a c h i e v e d a t the 
cost of a very high trade-off i n terms of pay and/or other conditions. 
Older men may f e e l c o n s t r a i n e d to take, or s t i c k with, jobs other 
younger men would not stand. At the same time, i t seems l i k e l y t h a t 
some types of 'dead end' and/or low-paid jobs - but n e v e r t h e l e s s 
possibly s t a b l e jobs - may be reserved as 'suitable' for older men -
for men, that i s , who are not l i k e l y to leave for something better. 
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CHAPTER VI 
Job I n t e r e s t / R e p e t i t i v e Work/Women's Work 
I n the t a b l e s i n Chapter I I I the most f r e q u e n t l y mentioned a s p e c t of 
Scotswood t h a t was a p p r e c i a t e d was t h a t t h e work was i n t e r e s t i n g or 
s a t i s f y i n g . At T r e s s , i n c o n t r a s t , an a p p r e c i a t i o n of such i n t r i n s i c 
a s p e c t s came low down the s c a l e . 
I n t h e same t a b l e s i t was shown t h a t a t T r e s s t h e most f r e q u e n t l y 
mentioned a s p e c t t h a t was a p p r e c i a t e d was t h e pay t h a t c o u l d be 
earned. At Scotswood, i n c o n t r a s t , the 'pay' came low down. 
The aim of t h i s chapter i s to expand upon these c o n t r a s t i n g f i n d i n g s 
and t o d i s c u s s i n g e n e r a l t h e s i g n i f i c a n c e of 'Job I n t e r e s t ' a s a 
s t r u c t u r i n g agent i n labour market o p e r a t i o n s . 
As i n t h e c a s e of C h a p t e r V on ' s e c u r i t y ' , i n t h i s c h a p t e r e x t e n s i v e 
use w i l l be made of q u o t a t i o n i n the c o u r s e of e x p l a n a t i o n . 92% of 
Scotswood r e s p o n d e n t s and 77% of our T r e s s r e s p o n d e n t s r e f e r r e d 
a d e q u a t e l y t o t h e s u b j e c t of 'job i n t e r e s t ' or i n t e r e s t - r e l a t e d 
matters; t h i s s e c t i o n , t h e r e f o r e , i s based on the statements of those 
86% of a l l our respondents (71 people) who t a l k e d about j o b - i n t e r e s t , 
or j o b - i n t e r e s t - r e l a t e d , s u b j e c t s . 
I n t r o d u c t i o n 
According to the t a b l e s i n Chapter I I I , 66% of Scotswood respondents 
r e f e r r e d to l i k i n g V i c k e r s Scotswood as a p l a c e of work i n r e s p e c t of 
t h e t y p e s of j o b s t h a t were done; t h i s compares t o o n l y 1 4% of T r e s s 
respondents. 
I n c o n t r a s t , o n l y 6% of Scotswood respondents mentioned t h a t the work 
a t t h e i r former work-place was ' d i s s a t i s f y i n g ' , 'boring', 'monotonous' 
e t c . ; t h i s compares to 28% of T r e s s respondents. 
I n b r i e f , t h e r e f o r e , the men from Scotswood were much more l i k e l y to 
be aware of and mention an a p p r e c i a t i o n of i n t r i n s i c a l l y i n t e r e s t i n g 
work. T r e s s men, a t the same time, were much more l i k e l y to be aware 
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of and m e n t i o n a r e g r e t a b o u t monotonous work. E v e n so, t h e 
percentage of o n l y 28% mentioning j o b d i s s a t i s f a c t i o n a t T r e s s was not 
i n f a c t p a r t i c u l a r l y h i g h ; t h i s r e f l e c t s , we b e l i e v e , n o t t h e 
e x i s t e n c e of i n t e r e s t i n g s a t i s f y i n g j o b s - (only 14% above mentioned a 
l i k i n g f o r i n t e r e s t i n g work a t T r e s s ) - but, r a t h e r , the f a c t t h a t the 
T r e s s men tended to g i v e l e s s weight and s i g n i f i c a n c e t o the i n t r i n s i c 
n a t u re of the work; r e p e t i t i v e or boring work may not have been seen 
a s a p a r t i c u l a r d i s a d v a n t a g e , a s i t w o u l d h a v e been f o r many from 
Scotswood. T h i s may have been p a r t l y a consequence of d i f f e r e n c e s i n 
work v a l u e s , o r i e n t a t i o n s and p r i o r i t i e s - T r e s s men, f o r example, 
seemed to c o n t a i n a l a r g e number who were p a r t i c u l a r l y money conscious 
- b u t i t may a l s o r e f l e c t a s i g n i f i c a n t d i f f e r e n c e i n e x p e c t a t i o n -
more of the T r e s s men, w i t h t h e i r l a r g e l y u n s k i l l e d and s e m i - s k i l l e d 
b a ckgrounds, w o u l d h a v e been l e s s l i k e l y t o e x p e c t i n t e r e s t i n g 
s a t i s f y i n g work. 
I n t h e p r e v i o u s c h a p t e r we s u g e s t e d t h e e x i s t e n c e of ' s e c u r i t y ' or 
' l a c k of s e c u r i t y ' a s a s t r u c t u r i n g i n f l u e n c e on t h o s e w i t h 
a p p r o p r i a t e o r i e n t a t i o n s . F o r a n a l y t i c a l purposes we d i s t i n g u i s h e d 
between an ' o b j e c t i v e ' j o b s t r u c t u r e w h i c h was s e c t o r a l l y d i v i d e d 
a l o n g ' s t a b l e ' / ' u n s t a b l e ' l i n e s and ' s u b j e c t i v e ' o r i e n t a t i o n s whereby 
i n d i v i d u a l s would d i f f e r a c c o r d i n g to the weight they gave ' s e c u r i t y ' 
as a work o b j e c t i v e . Thus whether or not people who were p a r t i c u l a r l y 
s e c u r i t y conscious a c h i e v e d s a t i s f a c t i o n would depend on whether they 
managed t o e s t a b l i s h t h e m s e l v e s i n a s t a b l e s e c t o r of t h e j o b 
s t r u c t u r e . To some ex t e n t a c h i e v i n g s e c u r i t y c o u l d be a consequence 
of w o r k e r s f o r s a k i n g j o b o p p o r t u n i t i e s more a t t r a c t i v e on o t h e r 
d i m e n s i o n s bu t more i n h e r e n t l y u n s t a b l e . T h i s e l e m e n t of ' c h o i c e ' 
suggested t h a t a labour market model presuming s i m p l y h i e r a r c h y would 
be i n v a l i d . 
A c o mplicated p i c t u r e of both h i e r a r c h i c a l and l a t e r a l s t r u c t u r i n g and 
movement i n the labour market emerges f u r t h e r i n t h i s chapter. Here 
we d e s c r i b e a j o b s t r u c t u r e t h a t was s i g n i f i c a n t l y d i f f e r e n t i a t e d 
a ccording to the a v a i l a b i l i t y of i n t e r e s t i n g or s a t i s f y i n g work. Jobs 
o c c u p i e d p o s i t i o n s on a range, th e two e x t r e m e ends of w h i c h we 
c h a r a c t e r i s e thus: a t one end was p a r t i c u l a r l y i n t e r e s t i n g work - work 
t h a t has a l o n g c o m p l e t i o n t i m e span, t e n d s t o v a r y , i s m e n t a l l y 
s t i m u l a t i n g , with a tendency fo r a c t i v e worker domination and c o n t r o l 
o v e r the o b j e c t of h i s work; a t t h e o t h e r e x t r e m e was p a r t i c u l a r l y 
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monotonous work - work that i s of short duration, r e p e t i t i v e , mentally 
boring, and a tendency for worker subordination to machine d i c t a t . 
Jobs could be more or l e s s i n t e r e s t i n g according to which pole of the 
above range they approached. Which positions on t h i s range people 
occupied was l a r g e l y determined - as i n the case of 'security' - by 
both 's t r u c t u r a l ' and 'action' determinants. 
Structural determinants governed i n p a r t i c u l a r the terms of choice 
i e the range of opportunities open to the i n d i v i d u a l . The most 
obvious s i g n i f i c a n t s t r u c t u r a l determinant amongst our male samples 
was ' s k i l l ' ; men with the greater s k i l l s had better access to the more 
in t e r e s t i n g jobs, and t h i s f a c t gave the labour market on the 
dimension of 'job i n t e r e s t ' a strong h i e r a r c h i c a l character; the best 
jobs would tend to go to those who were time-served and the worst jobs 
to those with no s k i l l s at a l l . Thus a major way of achieving an 
objective of i n t e r e s t i n g work would be to move upwards by improving 
your s k i l l s . For some men, e s p e c i a l l y labourers i n Tress, such a 
strategy was c e r t a i n l y a p o s s i b i l i t y . 
However to present and explain labour movement i n pursuit of job 
i n t e r e s t simply i n terms of h i e r a r c h i c a l opportunity and s t r a i g h t -
forward h i e r a r c h i c a l progression would have been inadequate. 
Account had to be taken of the f a c t that jobs offering high returns on 
the dimension of 'job i n t e r e s t ' might not n e c e s s a r i l y do so on other 
valued rewards, that people may have had a v a r i e t y of possibly 
c o n f l i c t i n g work objectives, and that the pursuit of 'job i n t e r e s t ' 
might incur unacceptable 'trade-off costs. Thus both the 
objective d i s t r i b u t i o n of work c h a r a c t e r i s t i c s and the v a r i a t i o n s i n 
people's orientations, promoted the need to make choices, inducing 
thereby l a t e r a l , as well as h i e r a r c h i c a l , movement. 
Whilst i t was the case for a strong tendency for 'better' or 'worse' 
jobs on c e r t a i n dimensions - such as 'job i n t e r e s t ' , 'pay', 'status' etc -
to generally follow a h i e r a r c h i c a l l i n e from 'lower' to 'higher' s k i l l , 
i t was not the case that the best jobs on one dimension n e c e s s a r i l y 
ranked the best on another. I n p a r t i c u l a r i n t h i s chapter we show that 
the most i n t e r e s t i n g jobs were not n e c e s s a r i l y the best paying, and 
that s i g n i f i c a n t divergence can occur above the l e v e l of the u n s k i l l e d 
between i n t e r e s t i n g s a t i s f y i n g jobs and higher paid (but monotonous) -
normally piece-work - jobs. At the same time these higher paid jobs 
can also rank low on 'security' and be of low a t t r a c t i o n on ' e f f o r t'. 
I t was quite possible that a semi-skilled worker, such as many of the 
•machine men' at TresB, could earn more, on piece-work, than a time-
served tradesman - such as many of the men at Scotswood - doing 
'quality' time-consuming jobs. Here l a y , therefore, a major ' l a t e r a l ' 
cut across any simple h i e r a r c h i c a l model. The s k i l l e d men were faced 
with a choice, and t h e i r decision of whether or not to s a c r i f i c e job 
i n t e r e s t (as well as possibly 'security' and an e a s i e r 'effort' r a t e ) 
and chase the money would depend on t h e i r orientations. Men at 
Scotswood seemed to be p a r t i c u l a r l y orientated towards 'job i n t e r e s t 1 
and so i t i s l i k e l y that they chose to stay where they were. Tress 
machine men, on the other hand, barred as they were from the most 
i n t e r e s t i n g work, did not have such a stark choice - although even had 
they the choice many may s t i l l have selected Tress because of the 
( r e l a t i v e l y ) high monetary returns i t offered. 
The f a c t , then, that s k i l l e d men's jobs did not n e c e s s a r i l y rank 
highest on a l l major valued work returns - including, i n p a r t i c u l a r , 
'pay' - encouraged some s k i l l e d workers to consider 'trade-offs' 
ROT-ORB s k i l l boundaries. Yet, despite very important cross 
currentB on dimensions such as 'security', 'pay', 'job i n t e r e s t ' , and 
' e f f o r t ' , the Newcastle engineering labour market s t i l l maintained an 
e s s e n t i a l l y h i e r a r c h i c a l character. Even though the more i n t e r e s t i n g 
and s k i l l e d jobs oould be worse than semi-skilled jobs i n terms of pay, 
i t waB B t i l l the oaBe that both these higher B k i l l categories tended 
to contain jobs offering greater i n t e r e s t and higher pay than oould be 
found i n the s k i l l categories lower down. Moreover, t h i s h i e r a r c h i c a l 
character was made even more pronounced by the d i f f e r e n t i a l d i s -
t r i b u t i o n of individual opportunity for choice. Tradesmen could have 
the option to go for i n t e r e s t i n g work or high paid r e p e t i t i v e work, 
wh i l s t , of course, most semi-skilled men would by d e f i n i t i o n be banned 
from the most s k i l l e d i n t e r e s t i n g jobs. Thus tradesmen surveyed the 
market from a superior position or higher plane. 
A cut-back i n job opportunities for those s k i l l e d men who ohose 
i n t e r e s t i n g work could induce them to re-orientate themselves and go 
a f t e r 'second choices' - of a type l i k e l y to be equally or better paid, 
but more monotonous, semi-skilled jobs. A further cut back i n jobs 
amongst the semi-skilled could induce the semi-skilled men, and some 
s k i l l e d men, to take lower paid jobs amongst the u n s k i l l e d . Those men 
who a c t u a l l y i n i t i a l l y 'chose' unskill e d jobs - perhaps f o r reasons of 
l e s s e f f o r t , preference for outdoor work, or whatever - could f i n d 
themselves i n competition with those who had 'traded down'. 
The e s s e n t i a 1 theme of t h i s chapter, then, i s that the labour market 
i s c h a r a c t e r i s e d by a complicated meshing of both h i e r a r c h i c a l and 
l a t e r a l p r i n c i p l e s of organisation. The conclusion i s a tentative one 
that hierarchy tends to dominate, but the var i a t i o n i n job attributes 
i s such and the va r i a t i o n i n work objectives i s such that conditions 
f o r c a l c u l a t i v e t r a d e - o f f s and choices may e x i s t and promote much 
stronger l a t e r a l movement than perhaps i s currently thought by s o c i a l 
s c i e n t i s t s to be the case. 
Viewers Scotswood 
The Works Convenor of Scots wood, a time-served man, when asked why he 
thought men stayed a t Scotswood gave an answer which we have broadly 
confirmed i n our study: 
P.W. " I f e e l people l i k e d going t o Vicke r s because (1) I t was a 
sa fe f i r m t o work f o r . " 
P.P. "Once you had been there a cer ta in length of time?" 
P.W. "That's r i g h t . And (2) You d i d a canny c l a s s of work when 
you were there, and you d id get a b i t of v a r i a t i o n . (3) You 
had t h i s good family- type atmosphere." 
Reason (1) 'A sa fe f i r m t o work f o r 1 , has been d e a l t w i t h i n the 
p rev ious chapter . Reason (2) 'A canny c lass of work* and a ' b i t o f 
v a r i a t i o n ' w i l l be deal t w i th i n t h i s chapter. 
The work a t Scotswood was known to be of 'a good class ' ; jobs required 
a high q u a l i t y f i n i s h ; tolerances tended to be f i n e ; work tended to be 
complicated. And wi th being a ' jobbing shop' there was over the years 
a b ig var ie ty of work. Al len H a l l , a j i g -bo re r t 
A.H. " I t h i n k Vicke r s was a damn good p l ace t o serve your t ime 
and i t was a good fac to ry to work i n - because they had such 
a va r i e ty of work . . . Vickers was a good place to work; they 
had a good class of work." 
And of course the nature and ' c l a s s ' o f the work r e q u i r e d a s u i t a b l y 
q u a l i f i e d workforce - p a r t i c u l a r l y s k i l f u l men who tended to take a 
p r i d e i n t h e i r work and indeed a p r i d e i n being assoc ia ted w i t h 
Vickers . Three s k i l l e d men: 
Tommy "When I do a j o b I l i k e to do i t r i g h t . You get the way 
Clarke t h a t you l i k e t o do a j o b r i g h t . You get a l o t of b lokes 
who c o u l d n ' t care l e s s . But I would r a t h e r take a l i t t l e 
b i t longer and do a good j o b . You've got t o have a b i t o f 
pr ide i n doing the job , you know." 
John 
Lyle 
" I don't th ink I would fancy working i n any place that so r t 
of mass produces j o b s . I l i k e t o have the s o r t o f f e e l i n g 
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when I ' v e f i n i s h e d a j o b : " I ' v e done i t " - and no t the 
machine-pride i n your work, l i k e . " 
Ron "They had a l l the s k i l l s down there t o b u i l d a n y t h i n g . 
Davidson Anything you'd care to mention they could do i t , down there 
. . . I t h i n k everybody t h a t worked i n Scotswood was proud. 
I t was known as a f i r s t class engineering place." 
The work of the s k i l l e d men a t V i c k e r s Scotswood tended s t r o n g l y 
towards the ' In te res t ing ' end o f the range ' I n t e r e s t i ng ' - 'Mono tonous ' 
work mentioned e a r l i e r ; t h a t i s t o say you were ap t t o f i n d a t 
Scotswood 'work tha t had a long completion time span, tended to vary, 
was mental ly s t imula t ing , w i t h a tendency f o r ac t ive worker domination 
and c o n t r o l over the o b j e c t o f h i s work' (see page |17). This type o f 
work - work o f a ' o n e - o f f k i n d - was c l e a r l y apprec ia ted by those 






"You were doing d i f f e r e n t operations everyday. This was the 
a t t r a c t i o n I t h i n k a t Scotswod. I t wasn't r e p e t i t i v e . 




on ta l 
Borer) 
" I c o u l d n ' t s tand r e p e t i t i v e work. No. That was another 
th ing about Vickers; i t was what you c a l l a one-off f ac to ry . 
P r a c t i c a l l y every job you d id , every job you machined, was 
d i f f e r e n t . And you had the v a r i a t i o n . So you never used to 
get bored." 
A l l e n " I ' v e never done r e p e t i t i v e work. I c o u l d n ' t do t h a t , no* 
H a l l No! No. No. No, I would get s i c k . Even when I was a t 
(Jig Scotswood there and you got , say, a batch o f 20 or 30 o f f , 
Borer) a f t e r you'd done h a l f o f them you were j u s t up t o here, 
s i ck . " 
A t Scotswood a f t e r the mid-60's the payment system changed f rom one 
based on piecework to one g i v i n g a guaranteed f l a t - r a t e p l u s works 
production bonus; thus a man's earnings were no longer d i r e c t l y t i e d 
i n to h is i n d i v i d u a l rate of e f f o r t . Men were no longer 'chasing the 
c l o c k ' . Time cou ld be taken t o get the j o b r i g h t . You c o u l d app ly 
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more s k i l l ; and f o r some t h i s gave more s a t i s f a c t i o n . George Brown 
compared the dominant ethos o f Scotswood w i t h h i s c u r r e n t p o s t -
redundancy employment where the pr imary o b j e c t i v e was a qu ick t u r n 
round: 
G.B. " I don't think (at the present job) i t ' s the same q u a l i t y as 
what Vickers turned out because (at Vickers) you took your 
time; you d id a job proper ly ." 
F. P. "Does tha t bother you? Would you prefer to go f o r qua l i ty?" 
G. B. " W e l l , I 'm used t o q u a l i t y ; I was more used t o q u a l i t y . I 
mean I l i k e i t r i g h t , and I double check i t . You haven ' t 
got time to double check i t here." 
At Scotswood the payment system p o s i t i v e l y encouraged people to take 
t h e i r t ime ; i n these circumstances, where i n d i v i d u a l e f f o r t i s 
divorced from i n d i v i d u a l earnings, and where men have the incent ive 
and the o p p o r t u n i t y t o app ly thought and s k i l l t o the j o b , the 
a t t r a c t i o n o f ' o n e - o f f work i s enhanced and ' r e p e t i t i v e * work 
diminished. 
Tress Engineering 
At Tress Engineer ing , i n c o n t r a s t t o Scotswood, a l o t o f the work 
tended t o be r e p e t i t i v e , w i t h s h o r t comple t ion t ime spans; t h i s 
p a r t i c u l a r l y a p p l i e d t o the work of the l a r g e number o f machine-
operators and attendants and most of the assembly f i t t e r s , a l l of whom 
were on piecework. I t d i d no t a p p l y , however, t o some o f the 
labourers and a number of s k i l l e d tradesmen: e l e c t r i c i a n s , maintenance 
workers , t o o l - r o o m workers - who were on a day- ra te p l u s f a c t o r y 
production bonus. Robert Chelsea was a maintenance f i t t e r , and as one 
of the men doing s k i l l e d work, carrying out a va r i e ty of operations, 
he d i d not f i n d h i s work as b o r i n g as o thers doing more r e s t r i c t e d 
a c t i v i t i e s : 
R.C. " I t ' s (Maintenance P i t t i n g ) no t a b o r i n g j o b you know; 
t h e r e ' s n o t t he same t h i n g t o do t w i c e ; i t ' s a l w a y s 
d i f f e r e n t ; i t ' s no t l i k e you're p res s ing a b u t t o n a l l the 
time a l l the day you know." 
Working on maintenance Robert Chelsea was not on piece-work; he took 
as long as he needed to get the job r i g h t ; f o r him time was not money. 
Robert Chelsea, a time-served man, received what he considered to be a 
reasonable wage and job s a t i s f a c t i o n . Other men a t Tress appeared to 
f i n d t he i r work less in te res t ing . 
Bob Wi l l i ams , a time-served ' set ter 1 , a man who said he l i k e d to do a 
q u a l i t y j o b , r e g r e t t e d the 'roughness' o f the work done on the 
machines he se t a t Tress. Since Tress he go t another j o b which he 
prefered because there was more s k i l l i nvo lved : 
R.W. " I f t h i s j o b where I'm a t now was a t Mewburn I ' d be over the 
moon . . . i t ' s a b e t t e r j o b a l t o g e t h e r than a t Tress . . . 
There's more personal s a t i s f a c t i o n f o r one th ing because you 
know youre doing a good job . . . you d i d n ' t have the same 
s a t i s f a c t i o n i n your job as what you've got here. You know 
when you've done a j o b here you've done a good j o b and you 
f e e l s a t i s f i e d w i t h the j o b . At Tress you were g e t t i n g a 
b i t bored wi th i t . " 
Other men a t Tress got even less s a t i s f a c t i o n out of t he i r work than 
Mr Wi l l i ams ; these included the men a c t u a l l y operating the machines 
se t by Mr W i l l i a m s , men o p e r a t i n g or t end ing a v a r i e t y o f o ther 
machines, and men assembling together the components that the machine 
operators had produced. Except f o r the 'assembly f i t t e r s ' , there was 
a strong tendency f o r these men to be non-time-served. These men were 
engaged on l a r g e l y r e p e t i t i v e 'production' work. These jobs d id not 
o f f e r much i n the way of i n t e l l e c t u a l s t imula t ion but there were other 
compensa t ions . Some p e o p l e l i k e d the work because i t was 
comparatively easy; the jobs and machinery were smal l so there was not 
too much heavy l i f t i n g ; a l s o the to l e rances tended t o be loose - as 
r e g r e t f u l l y pointed out by Mr Wil l iams above - and so there was less 
r e s p o n s i b i l i t y , less mental s t r a i n , and you cou ld t u r n ou t the 
components q u i c k l y . But most of a l l the main compensation was money., 
The machine operators could earn good pay compared to other u n s k i l l e d 
and s e m i - s k i l l e d jobs , and, as some of the t ime-se rved men a t Tress 
complained, some of the 'machine men' could even earn, on piece-work, 
more than the s k i l l e d tradesmen - a l b e i t a t greater e f f o r t . 
The most d i s t i n c t i v e aspects of much of the work a t Tress, i n contrast 
to Scotswood, were t h a t i t tended t o be r e p e t i t i v e and i t was 
dominated by piecework. 
Like the r e s t of the 'machine men' the capstan operators and capstan-
setter-operators were on piece-work. They were l a r g e l y ' s emi - sk i l l ed ' 
men who had not served an apprenticeship but who had received a short 
p e r i o d o f t r a i n i n g e i t h e r a t Tress or a government s k i l l cen t re . 
According t o Robert Chelsea (see above) such people had a d i f f e r e n t 
a t t i t ude to work than d id people l i k e himself - a time-served s k i l l e d 
maintenance f i t t e r : 
R.C. "A setter-operator; t ha t ' s a l l r e p e t i t i v e work i s n ' t i t ? " 
P.P. "Were they j u s t a f t e r the money?" 
R.C. " W e l l , t h a t ' s a l l i t i s ; i t ' s a l l p iece-work - a s e t t e r -
ope ra to r ; you get the machines se t and i t ' s j u s t how to ge t 
the jobs done fas tes t ; that 's a l l . Probably they would have 
d i f f e r e n t ides , I would t h i n k , than me . . . I t h i n k t h e i r 
main concern would be money; going where the money i s . " 
F.P. "Just f o l l o w the money?" 
R.C. " W e l l t ha t ' s what they ' re work ing f o r l i k e r e a l l y ; I mean 
the f a s t e r they ' r e going the more money they ' r e g e t t i n g ; 
t h a t ' s what the name of the game i s f o r them: p i e c e -
workers." 
Mr Ga lbra i th was a Capstan-Setter-Operator, t ra ined a t Tress; he had 
no doubt why he d id the job : 
J.G. " I d i d n ' t get any s a t i s f a c t i o n ou t of i t ; as I say, I o n l y 
went f o r the money." 
Mr Simpson, a t ime-se rved 'Borer ' a t Tress, considered h i s j o b t o be 
'a j o b 1 and nothing more; he was solely i n i t f o r the money: 
R.S. "That was what kept us on; I would always make a few q u i d 
more than o ther people . But I cannot say I was very happy 
a t i t ; i t was 'a j o b ' , and t h a t was i t . " 
For those wi th a p a r t i c u l a r l y high economistic o r i en ta t ion , or those 
w i t h o u t the s k i l l s t o be o f f e r e d any th ing bu t r e p e t i t i v e work, 
extremely r e p e t i t i v e work could be in terpre ted as a good th ing , simply 
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because o f the p o s s i b i l i t i e s i t g ives f o r ea rn ing h igh wages: Stan 
Lumbly, a time-served v a l v e - f i t t e r a t Tress: 
S.L. "At Tress we were on p iece-work; so p robab ly the f i t t i n g 
s e c t i o n were as w e l l pa id as anybody a t the Tress. Of 
course a l o t of the f i t t e r s had been a t them f o r years and 
they could do the job b l i n d f o l d e d , e spec ia l ly on piecework -
r e p e t i t i o n work f o r 10 years; and you've found ways of doing 
t h i n g s t h a t nobody e l s e would ever f i n d . So they were 
p r e t t y w e l l paid." 
But of course doing the same t h i n g over and over aga in , p e r f e c t i n g 
your technique, and working f a s t , has the cost of removing v a r i a t i o n 
and job i n t e r e s t . Mr C Walton, another time-served v a l v e - f i t t e r a t 
Tress: 
C.W. "We were c a l l e d f i t t e r s but b a s i c a l l y i t was assembly work 
you know." 
F.P. "Was i t r e p e t i t i v e work?" 
C.W. "Oh aye. Doing the same t h i n g over and over aga in , day i n 
day ou t ; i t was b o r i n g . . . I t was s i c k e n i n g , bu t i t had t o 
be done so you d i d i t . . . B a s i c a l l y I was there a t Tress 
because the money was good." 
Tony I s a a c s , a n o t h e r n o n - t i m e - s e r v e d caps t an - se t t e r -ope ra to r , 
conf i rmed t h a t the work a t Tress cou ld be r e p e t i t i v e and b o r i n g a t 
times: 
T . I . " I used t o get bored a t Tress sometimes. We had batches 
tha t could l a s t 6 weeks; n a t u r a l l y you got bored doing the 
same t h i n g . The more you d i d i t the qu icker you d i d them 
and the quicker you f i n i s h e d . " 
Bor ing as r e p e t i t i v e work c o u l d be, a t l e a s t on piecework you had a 
target to aim f o r so you had a sor t of s a t i s f ac t i on when you produced 
a cer ta in number and you knew you had made your bonus. A l l a n Marton, 
the Tress Works Convenor, and h i m s e l f drawn f rom the ' s e m i - s k i l l e d ' 
ranks of the Capstan-Setter-Operators, supported the piecework system 
prec i se ly because i t gave some purpose to e s sen t i a l l y i n t e l l e c t u a l l y 
s t u l t i f y i n g jobs: 
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A.M. " I had t h i s constant argument a t Tress wi th a l o t of people 
about piecework. You see i f you're a teacher , or you're 
us ing your b r a i n a l l the t ime , t ime passes by v e r y very 
q u i c k l y ; i t ' s an i n t e r e s t i n g j o b . But when you're on 
production i f there's no incent ive i t becomes very boring; 
and I was always very much i n favour of piecework - to have 
a t a r g e t to work t o . I knew a l o t o f people who worked on 
jobs where they d i d n ' t want piecework, do ing e x a c t l y the 
same as us, and they were always compla in ing about being 
bored." 
Piecework was supported by the Tress union and a number o f men a t 
Scotswood, b u t there were s t i l l some a t Tress and many a t Scotswood 
who opposed i t ; t h i s we t h i n k was main ly because piece-work and 
'chasing the c lock ' went against the p r i n c i p l e of taking time to do a 
q u a l i t y j o b ; bu t piece-work was a l s o h e a v i l y c r i t i c i s e d f o r the 
d i s c o r d i t causes between worker and r a t e - f i x e r , and worker and 
worker; and also piecework was opposed by those whose d i s a b i l i t i e s or 
advancing age m i l i t a t e d against working f a s t and hard. 
There were o thers who had a more ambiguous a t t i t u d e . People who 
wished f o r j o b i n t e r e s t and the p o s s i b i l i t y o f ea rn ing h i g h pay 
recognised t h a t the two o b j e c t i v e s cou ld o f t e n be i n c o m p a t i b l e . 
George Brown of Scotswood expressed the view tha t he would not l i k e 
r e p e t i t i v e work because of the boredom but would l i k e r e p e t i t i v e work 
because, on piecework, you could earn more money. 
F. P. "You never fancied working f o r these car places?" 
G. B. "No, because i t would be boring, doing the same job over and 
over again a l l the same; I mean I l i k e a run o f work when 
i t ' s piecework because you're making the money, but I th ink 
i t begins to get monotonous." 
I t was p rec i se ly because the two desired object ives of 'high pay' and 
' i n t e re s t ing work' were o f t en incompatible tha t f r equen t ly men would 
be faced wi th a choice. Repeti t ive work can mean high pay; but i t can 
a l s o mean boredom. As we have seen, many men f rom Scotswood were 
p a r t i c u l a r l y averse to r e p e t i t i v e work, b a s i c a l l y on the grounds that 
such work o f f e r e d l i t t l e i n t r i n s i c s a t i s f ac t i on . Such aversion led 
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some men t o d i s c r i m i n a t e a g a i n s t employments a c c o r d i n g t o 
r e p e t i t i v e / h o n - r e p e t i t i v e c r i t e r i a . Owing to the tendancy towards an 
a s s o c i a t i o n between r e p e t i t i v e work, piecework and h i g h earn ings , 
however the choice o f t en came down to one between i n t e r e s t i n g work or 
rhighex»$aid, but boring work. 
The Unskil led and Women 
So f a r we have tended to contrast the s k i l l e d jobs of the mainly t ime-
served men a t Scotswood, and some a t Tress, w i t h the ' s e m i - s k i l l e d ' 
jobs of the mainly non-time-served machine-men and assembly f i t t e r s a t 
Tress, and some a t Scotswood. In t h i s comparison we pointed out tha t 
the s k i l l e d men i n our samples tended to do in t e re s t ing work and the 
s e m i - s k i l l e d men do u n i n t e r e s t i n g but r e l a t i v e l y h i g h l y p a i d 
' p r o d u c t i o n ' work. I n the main, most of the s k i l l e d men would have 
access to r e p e t i t i v e production jobs - inc lud ing those carr ied out by 
some of the s emi - sk i l l ed men - and therefore they may have been faced 
a t times w i t h a choice between in te res t ing moderately paid ' o n e - o f f 
work and boring higher paid ' r e p e t i t i v e ' work. Car manufacturers were 
thought by our men t o con ta in a l o t of r e p e t i t i v e work and i twas 
thought by some o f our Scotswood sample t h a t had a h igher waged car 
p l a n t opened i n the North East many s k i l l e d men would have been faced 
w i t h a d i f f i c u l t choice. The s emi - sk i l l ed men of Tress, on the other 
hand, exc luded f rom the most i n t e r e s t i n g jobs o f the s k i l l e d men, 
would have had l e s s i n t e r e s t t o ' l o s e ' and so would p robab ly have 
found the d e c i s i o n o f whether or not t o work i n a h igher pa id car 
p l a n t less onerous. 
To the e x t e n t t h a t the s e m i - s k i l l e d men were excluded f rom the most 
i n t e r e s t i ng work t h e i r choice was c u r t a i l e d . But t h i s i s not to say 
t h a t even these men had no choice a t a l l . I t wou ld be wrong t o 
suggest tha t there was not an awareness amongst s e m i - s k i l l e d men, and 
n o n - s k i l l e d men i n general, of jobs a v a i l a b l e to them o f f e r i n g varying 
degrees of monotony. Some jobs open to these people were considered a 
l i t t l e more in t e res t ing than the average, and some were thought to be 
a l o t more monotonous. 
Mr Parkinson, a s tore-keeper , a s h o p - f l o o r j o b , had the chance of 
working on the machines a t Tress but he preferred the va r i e ty of h is 
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own work: 
G.P. "Working on a machine, to me i t always seemed to be a boring 
job, w i t h standing i n the one spot doing the same th ing time 
and t ime again - which was what most o f the machinery a t 
Tress was." 
Mr Walgrave worked a d r i l l i n g machine a t Tress bu t he found the 
extreme repet i t iveness monotonous! he would i d e a l l y have l i k e d to have 
moved onto a capstan because there seemed to be a l i t t l e more v a r i e t y 
and 'scope' . 
Mr Simon d i d work a capstan. L ike many o thers he had worked h i s 
way up i n Tress f rom a p o s i t i o n o f ' l a b o u r e r ' . He had no doubt t h a t 
compared to h is labouring jobs i n the past his work a t Tress was more 
s a t i s f y i n g : 
F.P. "Why do you prefer engineering - because the job was bet ter 
do you mean?" 
R.S. "Because I ' v e had a t a s t e of i t and I l i k e i t . I mean 
be fo re then I was o n l y a genera l labourer and on b u i l d i n g 
s i t e s - and the way you get mucked about on gene ra l 
l a b o u r i n g you've got no idea what i t ' s l i k e . . . you f e e l 
l i k e you're contr ibut ing something when you're doing what I 
was do ing a t Tress; t h a t ' s the way 1^  f e l t anyway . . . I l i k e d 
work ing on the machines; i t ' s the best j o b I ' v e ever had -
the most s a t i s f y i n g job I ' v e ever had as w e l l . " 
At Vickers Scotswood, labourers and a n c i l l a r y men, w h i l s t perhaps not 
genera l ly ge t t i ng a great deal of in te res t out of any p a r t i c u l a r job , 
were nevertheless very appreciative of the var ie ty of n o n - s k i l l e d jobs 
to do, and tha t movement from job to job, or around the fac to ry w h i l s t 
engaged on a job , meant that they were not stuck i n the same place a l l 
the time. I n f a c t , on the dimension of freedom of movement Scotswood 
labourers tended t o be even b e t t e r o f f than some s k i l l e d and semi-
s k i l l e d machine men who were stuck i n one p lace a l l the t ime . The 
reason the Scotswood labourers had a good deal of v a r i a t i o n probably 
l a y i n the f a c t t h a t a b i g p l a n t l i k e Vickers Scotswood would i n 
i t s e l f o f f e r more scope; and probably, a lso, there was a t some time a 
' f l e x i b i l i t y ' agreement between unions and management. 
John F i e ld was an a n c i l l a r y worker a t Scotswood: 
J .F . " I would t h i n k t h a t Scotswood was p robab ly a l i t t l e b i t 
bet ter than the Tress; I mean a t Scotswood your job var ied -
i f , say, you were l i k e a spare man you could go on the f o r k -
l i f t a l l day, or maybe on s l i n g i n g ; i f , say, somebody was 
o f f f o r the day and they needed somebody, and you're spare, 
they 'd say, " W i l l you go on there?" That way you weren ' t 
stuck i n the one shop a l l the time; but I don't know whether 
they would do tha t a t Tress or not. You could get round the 
fac tory a t Scotswood - work i n d i f f e r e n t shops." 
John Davidson, another a n c i l l a r y worker a t Scotswood: 
J .D. " I c o u l d have c r i e d when they sacked me. The jobs were 
n i c e . The j o b I had was a navvy and I was going a l l over 
the f a c t o r y . . . I wasn't j u s t s tuck i n one p l ace a l l the 
t ime . . . I wasn't doing j u s t one s p e c i f i c j o b a t Scotswood; 
I was doing a va r i e ty of jobs - s c a f f o l d i n g and concreting, 
and tha t k i n d o f t h i n g . . . working on the r o o f s . " 
At Tress, the s m a l l s i ze o f the p lace m i l i t a t e d aga ins t any g rea t 
va r i e ty of jobs f o r the labourers but there were a number of d i f f e r e n t 
p o s i t i o n s - e.g. i n the s t o r e s , i n the 'Ragging Bay', sweeping the 
f l o o r , e tc . - i n which a person could work over a long per iod. And of 
course a t Tress i t was q u i t e common f o r younger men t o work on a 
number of u n s k i l l e d jobs and then progress up a s e m i - s k i l l e d hierarchy 
t o a p o s i t i o n o f caps tan - se t t e r -opera to r or ' s e t t e r ' . Thus i f a t 
Tress there was l i t t l e v a r i e t y over a s h o r t p e r i o d there were 
opportunit ies f o r change over the long term and t h i s was appreciated. 
I f the n o n - s k i l l e d men were aware tha t w i t h i n the range of jobs open 
to them w i t h i n Tress and Scotswood some jobs were more i n t e r e s t i ng or 
more bo r ing than o the r s , ou ts ide o f these work-p laces , i n o ther 
f ac to r i e s , there was a recognised group of jobs widely considered to 
be the most monotonous of a l l . These were jobs i n v o l v i n g extremely 
r e p e t i t i v e work, commonly where the worker i s e f f e c t i v e l y a machine-
minder, or a t l e a s t subse rv i en t t o the d i c t a t e s o f a more-or - less 
independent behaviour of a machine. These jobs - the most r e p e t i t i v e , 
boring of a l l - were most commonly associated i n the minds of our men 
wi th 'women's work ' . 
The nature of t h i s work, whether i t be f i d d l y - l i k e p u t t i n g f i laments 
i n t o l i g h t - b u l b s - extremely r e p e t i t i v e - l i k e packing boxes w i t h Ever 
Ready ba t te r ies from an assembly l i n e , or packing t o f f ee s a t Rowntrees 
sweet f a c t o r y - or ex t remely t i resome - l i k e a t t e n d i n g a machine 
churning out t ab le t s a t Winthrop Laboratories, or changing bobbins a t 
Bridons rope f a c t o r y , was thought by many men t o be more s u i t e d t o 
women. Women were b e t t e r a t i t ma in ly because men have no t go t the 
patience. Cer ta in ly i n some cases i t was thought tha t women's f ac to ry 
jobs were more sui ted t o women because the work might lend i t s e l f to 
more d e l i c a t e or n imble f i n g e r s ; bu t , on the whole , i t was thought 
cer ta in jobs were done by women because they simply d i d not get bored 
as e a s i l y as men. Some men thought t h i s d i f f e r e n t capac i ty towards 
boredom was an inherent sexual d i f fe rence ; some thought that i t could 
be an adaptation to experience a t work; some thought tha t the female's 
j o b was o n l y of secondary importance t o her and so she d i d no t need 
any i n t r i n s i c s a t i s f a c t i o n s f rom work. Whichever e x p l a n a t i o n was 
held , i t was very commonly be l ieved that women *were be t te r ' a t boring 
j o b s . Here are a few o f the comments made by men f r o m Scotswood and 
Tresst 
Jack Straw (Scotswood Labourer): 
" I wouldn't fancy Rown trees - t h i s conveyor b e l t system; I 
suppose they ' r e women's j obs ; I don ' t t h i n k you'd ge t many 
men s i t t i n g a t tedious jobs, doing things l i k e t ha t . " 
Norman Williamson (Scotswood Capstan-Setter-Operator): 
"Women do boring jobs tha t men won't do; men have'nt got the 
patience women have." 
Al len Carr (Scotswood F i t t e r ) : 
"Women are more adaptable to r e p e t i t i v e work than men." 
Brian Williams (Scotswood Borer): 
"Women are more s u i t e d t o r e p e t i t i o n work; I t h i n k t h a t ' s a 
f a c t . " 
Robert Chelsea (Tress Maintenance F i t t e r ) : 
"Women appa ren t ly do 'packing ' jobs or work on a conveyor 
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b e l t better than men because they've got more patience." 
John Dalgleish (Tress Sub-Contract Manager): 
" I t h ink women are better a t r epe t i t ious jobs . " 
John Gallow (Tress Capstan-Setter-Operator): 
"A women doesn' t seem t o ge t as bored as a man doing s m a l l , 
r epe t i t i ous , boring jobs ." 
John Owen (Scotswood Storekeeper): 
"At the rope f a c t o r y most o f them were women - because I 
th ink they were the only ones tha t would do the work on the 
machines; as I say i t was d i r t y and monotonous - you know, 
i t was j u s t l i k e twines o f s t r i n g coming a l o n g and going 
onto bobbins and a l l they had t o do was take the bobbin and 
change i t ove r ; you j u s t watched the s t r i n g s . I t would 
dr ive a bloke mad." 
George Brown and Wife: 
Wife "A man doesn't want to s i t on a machine j u s t d r i l l i n g a hole 
l i k e tha t a l l day and make r ings and things l i k e that does 
he?" 
6.B. "No." 
Wife " I t h i n k i f I was a man I ' d be hoping t o achieve something 
a t the end of a j o b . . . bu t w i t h a woman . . . her mind's not 
on her job ; I mean she j u s t goes f o r the money." 
John Billingham (Scotswood Turner): 
"At E l swick women were j u s t s i t t i n g on s t o o l s p o t t e r i n g 
around w i t h the l i n k s o f chains or something a l l day l ong 
. . . I t would d r i v e you up the w a l l . You see a man who has 
gone there t o keep h i s f a m i l y he's got to be i n t e r e s t e d i n 
what he's doing - whereas the women were ma in ly work ing t o 
get e x t r a pocket money f o r themselves - a b i t o f s e l f -
suppor t ; so i t d i d n ' t matter t o them what they d i d . But 
anybody who's served h i s t ime a l o t of j o b s a t i s f a c t i o n 
comes i n t o i t . " 
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I t i s c l e a r t h a t d e f i n i t i o n s o f r e p e t i t i v e n e s s and monotony are 
r e l a t i v e . Capstan-operators a t Tress, f o r example, may have had long 
runs of work l a s t i n g f o r s e v e r a l weeks, bu t t h i s i s no t as bad as 
s i t t i n g on an assembly l i n e f o r months or even years on end. And 
whereas no capstan-operators in terviewed a c t u a l l y said job i n t e r e s t 
was a major a t t r a c t i o n of the workplace - as d id many from Scotswood -
some d i d a t l e a s t i n d i c a t e t h a t the work d i d g i v e some i n t e r e s t . 
G e n e r a l l y speaking, i t cou ld be s a i d perhaps t h a t compared w i t h the 
h i g h l y s k i l l e d o n e - o f f j o b s , c a r r i e d ou t by t ime-se rved men or 
equiva lent , a t places l i k e Scotswood, much of the work done a t Tress 
was r e p e t i t i v e and b o r i n g ; b u t compared t o assembly type work, 
'women's work', and many u n s k i l l e d and semi - sk i l l ed jobs i n general, 
the Tress machine work was probably more in t e res t ing and s a t i s f y i n g . 
Tom D a n i e l s , a d r i l l e r f rom Tress, d i s t i n g u i s h e s between the 
' r e p e t i t i v e ' engineering work done a t Tress and the machine dominated 
assembly l i n e monotony of Ever Ready - a f a c t o r y s i t u a t e d next t o 
Tress, and work most widely i d e n t i f i e d as 'women's work ' . 
F.P. "You said ' t h a t ' job would bore you?" 
T.D. " H e l l , what I ' v e been t o l d o f what they do; I mean i t ' s 
j u s t the standing i n l i ne s a l l the time whi le the bat ter ies 
come down; I don ' t th ink I could do i t . " 
F.P. "You're not the kind of person who could stand that?" 
T.D. "No." 
F.P. "Repetitive work." 
T.D. "That's i t . W e l l , a c t u a l l y , i s i t r e p e t i t i v e work? I mean 
r e p e t i t i v e work as f a r as I 'm concerned i s when you're 
working - l i k e we are a t the Tress; mind, they weren't heavy 
j o b s , but you were on the same j o b f o r maybe 2 or 3 days a 
week. But t h i s j o b (at Ever Ready) I t h i n k you're j u s t 
standing watching them come by you - whereas a t Tress I was 
work ing w i t h my hands. You know, I was doing a j o b and I 
was ac t i ve . But there (at Ever Ready) you're not a c t i v e . 
So i n Mr Daniel s' eyes the k ind of work which he and others were doing 
a t Tress, which i n the engineering trade would normally be considered 
r e p e t i t i v e and by many, e spec ia l ly a t Scotswood, boring, was much more 
s a t i s f y i n g than the s o r t o f machine a t t endan t assembly l i n e j o b a t 
Ever Ready - the s o r t o f j o b descr ibed as a 'woman's j o b ' . The 
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c r u c i a l q u a l i t a t i v e d i s t i n c t i o n tha t makes such jobs tha t much worse 
than the a l r e a d y r e p e t i t i v e work he was do ing , appears t o be, i n Mr 
Dan i e l ' s eyes, t h a t a t Tress he a t l e a s t had immediate c o n t r o l over 
the t o o l s and o b j e c t o f h i s work; and he was a c t i v e . There would o f 
course a lso be the f a c t that r e p e t i t i v e though Tress machine work was 
over the short term,there were var ia t ions - new batches - over a long 
period; a t Ever Ready the bat ter ies kept on r o l l i n g past the same, day 
i n day o u t . I f Ever Ready t y p i f i e d one extreme and Scotswood the 
other. Tress lay i n between. 
I t seems l i k e l y tha t many of the most monotonous jobs were a v a i l a b l e 
to most i f no t a l l men i n our sample, bu t because o ther b e t t e r jobs 
were a v a i l a b l e men were choosing no t t o do them. These b o r i n g 
•women's jobs ' were jobs tha t some people thought men would refuse to 
do. They were as one man pu t i t , jobs ' a t the end o f the queue'. 
Three men: 
Robert Chelsea (a time served maintenance f i t t e r ) : 
R.C. "What I would c lass as a 'woman's j o b ' i s a j o b t h a t a man 
w i l l not do - l i k e 'packing', or when you've got s t u f f going 
along a conveyor b e l t and a l l you're doing i s p ick ing a t i t 
and p u t t i n g i t i n a box - which women a p p a r e n t l y do b e t t e r 
than men." 
John (Sallow • (a non- t ime-served ' s e m i - s k i l l e d ' c aps t an - se t t e r -
operator ) : 
J .6 . " (At Ever Ready b a t t e r i e s come a long) a c o n v e y o r - b e l t and 
they pack them i n t o boxes - a l l day; women do that ; I can't! 
I c o u l d n ' t . I can ' t t e l l you why bu t a woman can do t h a t 
type of j o b whereas a b loke can' t . . . I t does seem t o be a 
f a c t of l i f e tha t women do these tedious, monotonous, boring 
jobs; and a bloke wouldn't do i t . " 
T. Wootton (a non-time-served ' s emi - sk i l l ed ' d r i l l e r ) : 
T.W. "A woman would do a job tha t a man wouldn't do, such as l i k e 
p u t t i n g l i t t l e s p o o l s o n t o n u t s - you know, l i k e a 
monotonous, r e p e t i t i v e j o b a l l day; a man would get bored 
w i t h t h a t j o b , bu t a woman would do i t ; I would say women 
get the most boring jobs of the l o t ; I would generalise l i k e 
tha t ; yes." 
Although many men would choose not to do the most monotonous "women's 
j o b s ' I f they c o u l d , the l e v e l of u n a c c e p t a b l l l t y was no t u n i f o r m . 
The d i f ferences i n l e v e l r e f l e c t e d , we suggest, people's expectations 
about the s o r t s o f jobs a v a i l a b l e t o them, and people ' s p a r t i c u l a r 
o b j e c t i v e s and p r i o r i t i e s f rom work. The lower down the s k i l l 
hierarchy you were placed the narrower the range of opportuni t ies open 
t o you and the more you were l i k e l y t o consider jobs o thers more 
f a v o u r a b l y p l a c e d c o u l d a f f o r d t o i g n o r e . A l s o , people i n a weak 
market s i t u a t i o n , such as the o l d and i n f i r m and the unemployed a t 
times of low demand, are l i k e l y to narrow t h e i r horizons. Moreover, 
even the most monotonous jobs o f a l l c o u l d have some f e a t u r e s o f 
appeal t o those w i t h app rop r i a t e o r i e n t a t i o n s ; i n p a r t i c u l a r , 
monotonous r e p e t i t i v e assembly l i n e jobs or machine a t t e n d i n g jobs 
could i n v o l v e r e l a t i v e l y l i t t l e e f f o r t which could prove a t t r a c t i v e to 
the disabled or those advancing i n age. 
Those w i t h the lowest expectations amongst our sample would probably 
be the labourers and other n o n - s k i l l e d men - those w i t h leas t access 
t o the jobs i n the s k i l l h i e r a r chy above them. And men f rom t h i s 
category seemed most conducive t o a t l e a s t t r y i n g 'women's' f a c t o r y 
work. Mr F i e l d , a labourer from Scotswood, said he would do extreme 
r e p e t i t i v e work bu t he p robab ly would no t be a b l e t o s t i c k i t f o r 
l o n g , e s p e c i a l l y i f i t meant s t a y i n g i n one p l a c e . Mr Davidson, a 
navvy, said he d id not th ink he would l i k e a monotonous assembly-line 
j o b , bu t i f i t was w e l l p a i d he would t r y i t . Mr Henderson, a 
d r i l l e r , said he d i d not suppose he would l i k e conveyor-belt type work 
bu t he would t r y i t f i r s t . Mr Hopwood, a c r a n e - d r i v e r , would " g i v e 
anything a t r y ; you've got to earn your l i ve l i hood somewhere". 
Even men h igher up the s k i l l h i e r a r chy may, g i v e n the app rop r i a t e 
o r i e n t a t i o n s , and conducive circumstances, take a 'woman's j o b ' . 
Being unemployed i s l i k e l y to provide such conducive circumstances. 
Two men who were unemployed took s i m i l a r "women's jobs ' a t Ever Ready, 
packing. One had hopes tha t the job would l a s t u n t i l retirement; the 
o the r had hopes t h a t h i s s tay i n the j o b would be as s h o r t as 
possible . 
Mr Samuelson, a Tress caps tan - se t t e r -ope ra to r , recognised the Ever 
Ready job was boring, but i t had the compensation of being easy: 
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W.S. " I t wasn't everybody's cup of tea; a l o t o f people used t o 
say 'Oh t h i s i s monotonous' - you know ' b o r i n g ' - which i t 
was; you had t o keep up w i t h the machine; bu t i t was easy; 
there was no th ing hard about i t a t a l l . And as I say _! was 
happy enough." 
Mr Samuelson was 56 years o l d and maybe a t an age when the amount of 
e f f o r t i n v o l v e d i n a job becomes important. Also, he was married w i t h 
young ch i l d r en and had low expectations - a t his age and a t a time of 
h igh unemployment - o f g e t t i n g any work a t a l l . A sa fe , reasonably 
p a i d j o b , i n v o l v i n g l i t t l e e f f o r t , was s u f f i c i e n t compensation f o r 
awkward s h i f t - t i m e s and extreme monotony - Mr Samuelson said he would 
have l i k e d to have kept the job u n t i l ret i rement . 
Mr Maud a c t u a l l y worked, a f t e r Tress, on the same job as Mr Samuelson. 
Unlike the l a t t e r , however, Mr Maud could not wai t to leave. Mr Maud 
was s i n g l e , i n h i s e a r l y 30s, and was t ime- se rved . He had h igher 
expec ta t ions o f g e t t i n g the type of work he wanted and he was 
p a r t i c u l a r l y o r i e n t a t e d towards doing i n t e r e s t i n g work. Mr Maud's 
view of the Ever Ready job was: 
G.M. "That was a woman's j o b , s imp ly doing ' t h a t ' a l l n i g h t ; i t 
sent us crackers". 
As soon as a b e t t e r j o b came up Mr Maud l e f t Ever Ready. The j o b he 
l e f t f o r was i n f a c t r e l a t i v e l y low p a i d bu t i t was much more 
i n t e r e s t i ng : 
G.M. "The fo reman s a i d ' W e l l y o u ' v e g o t a v a r i a t i o n and 
e v e r y t h i n g ; you know, you're not going t o be s tuck doing 
t h i s r e p e t i t i o n work' ; I s a i d ' W e l l the money i s n ' t so good 
but w i t h t h a t s o r t o f j o b I don ' t t h i n k you c o u l d be bored 
w i t h i t ; every day was going to be d i f f e r e n t . " 
Both Mr Maud and Mr Samuelson took jobs , under the pressure o f 
unemployment, ' a t the back o f the queue'. Both men expressed a 
d i s l i k e f o r the monotony o f the j o b , but g i v e n t h e i r d i f f e r e n t 
o r i e n t a t i o n s t h e i r prospects o f moving on were very d i f f e r e n t . As 
soon as the o p p o r t u n i t y arose Mr Maud chose t o leave the j o b . Mr 
Samuelson, on the other hand, seemed much less l i k e l y to leave; p a r t l y 
t h i s would p r o b a b l y be i n consequence o f a r e c o g n i t i o n on h i s p a r t 
t h a t 'good' jobs were becoming s c a r c e r as he got o l d e r and the 
Recession deepened; but a l s o the job o f f e r e d a compensation he 
p a r t i c u l a r l y valued - l i t t l e e f f o r t . 
Although ' e f f o r t ' as a s t r u c t u r i n g agent does not f e a t u r e as a major 
theme i n t h i s t h e s i s there i s no doubt that i t i s of some importance, 
e s p e c i a l l y for older men. Piece-work may be avoided as maybe 'heavy* 
engineering by those seeking l i g h t work. Mr Samuelson gave the 
'easiness' and ' l i g h t n e s s ' of the work a t T r e s s ( i n c o n t r a s t to the 
'heavy' e n g i n e e r i n g of Scotswood) as a main reason f o r l i k i n g i t 
t h e r e . His l i k i n g for E v e r Ready i s c o n s i s t e n t with h i s e a r l i e r 
orientation. 
I f Mr Maud's a t t i t u d e s supported the contention t h a t 'women's jobs' 
would o n l y be taken as a l a s t r e s o r t , Mr Samuelson's case suggests 
t h a t f o r some a t l e a s t such jobs can be p r e f e r r e d by men even when 
a l t e r n a t i v e s are a v a i l a b l e . 
Labour Market Segmentation, Re-Structuring and Re-Orientation 
The choices people made on the one hand, and the c o n s t r a i n t s on 
opportunity on the other, served to segment workers into separate sub-
labour-markets. At one end of the 'Interesting'/'Monotony' range were 
the most i n t e r e s t i n g jobs where the worker had to think about what he 
was doing, where task completion time-spans tended to be long, and 
where the worker had a l a r g e measure of c o n t r o l over the t o o l s and 
object of h i s work. These sorts of jobs tended to be found a t Vickers 
Scotswood. . At the other end of the range were the most monotonous 
jobs of a l l , where the work required l i t t l e thought, task completion 
time-spans tended to be s h o r t , and where the worker tended to be 
s u b s e r v i e n t to the d i c t a t e s of a machine. These s o r t s of jobs were 
thought to be t y p i c a l l y occupied by women. 'Ever Ready', a f a c t o r y 
s i t u a t e d next to T r e s s , was most: f r e q u e n t l y c i t e d as a p l a c e 
c o n t a i n i n g such jobs. The jobs a t Tress Engineering tended to l i e 
between these extremes. 
I f jobs below the most i n t e r e s t i n g were c h a r a c t e r i s e d by o f f e r i n g 
varying degrees of monotony, some a l s o offered compensatory features 
which may have been v a l u e d by some men and women. So, where choice 
was a v a i l a b l e , and depending on their own p a r t i c u l a r orientations and 
p r i o r i t i e s , i n d i v i d u a l s could c a l c u l a t e the terms of a trade-off they 
would accept. Those with l e a s t access to i n t e r e s t i n g work, of course, 
would i n e f f e c t be 'trading-off• or s a c r i f i c i n g l e s s *job i n t e r e s t ' 
f o r other compensations such as 'money1. G e n e r a l l y speaking, we 
b e l i e v e men lower down the s k i l l h i e r a r c h y had l e a s t a c c e s s to the 
most i n t e r e s t i n g and s a t i s f y i n g jobs. 
Where jobs offered high s a t i s f a c t i o n and r e l a t i v e l y high pay (or other 
valued feature) of course no choice or trade-off was necessary. 
The d i s t r i b u t i o n , or confinement, of workers to jobs along the 
'Interesting'/'Monotony' continuum, r e s u l t e d p a r t l y from s t r u c t u r a l 
determinants outside the i n d i v i d u a l ' s immediate c o n t r o l and p a r t l y 
from choice. 
(A) S t r u c t u r a l Determinants 
(1) The most s i g n i f i c a n t determinant under t h i s heading was a 
person's position i n the hierarchy of s k i l l . 
I f V i c k e r s Scotswood was dominated by 'one-off work and a tendency 
towards v a r i a t i o n i n work, and T r e s s Engineering was dominated by 
'Production' work and a tendency towards repetition, there were s t i l l 
men a t Scotswood who apparently had l e s s v a r i a t i o n i n t h e i r work than 
d i d o t h e r s and l i k e w i s e men a t T r e s s who had more i n t e r e s t than the 
majority. The difference was most c l e a r l y obvious a t Tress where the 
d i v i s i o n between i n t e r e s t i n g work and monotonous r e p e t i t i v e work 
tended to miror the d i v i s i o n between s k i l l e d and n o n - s k i l l e d men. At 
Scotswood the differences were not so obvious; t h i s was p a r t l y because 
of the n u m e r i c a l dominance of s k i l l e d men, but a l s o , we think, even 
non-time-served college trained machine workers a t Scotswood had more 
v a r i e t y and d i d more complicated work than most ' s e m i - s k i l l e d ' men 
elsewhere; a l s o , even men d escribed a t Scotswood as belonging to 
l a b o u r i n g and ' a n c i l l a r y ' s e c t i o n s , w h i l s t having, perhaps l i m i t e d 
i n t e r e s t and v a r i a t i o n on a p a r t i c u l a r work-task i n c r e a s e d t h e i r 
v a r i a t i o n by moving f l e x i b l y d a i l y amongst a number of work-tasks. 
Nevertheless, even i f labourers a t Scotswood did obtain a degree of 
work s a t i s f a c t i o n above that u s u a l l y a v a i l a b l e to such people, they 
c l e a r l y d i d n o t have a c c e s s to j o b s o f f e r i n g the degree of 
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s a t i s f a c t i o n attainable by the s k i l l e d men. At Scots wood, a l s o , then, 
a person's s k i l l position was a s i g n i f i c a n t determinant. 
( I I ) A second s t r u c t u r a l determinant of whether a man was engaged on 
i n t e r e s t i n g 'one-off jobs or boring r e p e t i t i v e jobs was the type of 
work undertaken by the f a c t o r y as a whole. The a c t u a l nature of the 
work can impose limitations on the amount and range of knowledge and 
s k i l l a person can apply, even when t h a t person i s f o r m a l l y a time-
served s k i l l e d man. Scots wood was a' 'jobbing' shop; a f t e r the end of 
the S h e r v i c k T r a c t o r there was no l a r g e s c a l e 'production' work 
i n v o l v i n g long runs of repeat jobs. Other engineering f a c t o r i e s had 
much longer runs of work, and even E l s w i c k had i t s tank production. 
At Scotswood such was the variety of the products made that even semi-
s k i l i e d men had a good degree of j o b - i n t e r e s t and s a t i s f a c t i o n . At 
T r e s s , such was the narrowness of the product range t h a t even some 
time-served s k i l l e d men were c o n s t r a i n e d to c a r r y out boring 
r e p e t i t i v e work. 
Jack Jones, a Scotswood s k i l l e d 'Borer', moved afte r the closure to a 
job i n v o l v i n g the use of a n u m e r i c a l l y c o n t r o l l e d machine which 
imposed upon him a r e s t r i c t e d range of operations; he f i n d s i t very 
different, and much l e s s interesting, than the much broader range of 
operations he normally carried out a t Scotswood. 
J . J . " I would have been happy a t Scotswood now, s t i l l doing the 
type of work I was doing; i t was in t e r e s t i n g . " 
F.P. "More int e r e s t i n g than what you are doing now?" 
J . J . "Yes. D e f i n i t e l y ! . I t was more i n t e r e s t i n g a t Scotswood; 
you were more i n v o l v e d i n i t . You were l i k e doing 
everything on the job, on the machine - d i f f e r e n t types of 
work on t h a t p a r t i c u l a r component; you were more-or-less 
d o i n g most of i t . Whereas now you a r e j u s t d o i n g a_ 
p a r t i c u l a r item on the job, maybe boring a hole or something 
l i k e that; and then i t goes away. When I was a t Scotswood 
you were ' d r i l l i n g ' , ' m i l l i n g ' , 'tapping 1, you know. You 
were doing nearly a l l that the job wanted; that's what made 
i t more in t e r e s t i n g . " 
Where a p o s i t i o n i n a production process o n l y r e q u i r e s a l i m i t e d 
amount of s k i l l or knowledge, used repeatedly, the occupation of that 
position only requires either (i) a person with a narrow knowledge or 
( i i ) a person with a broad breadth of knowledge who i s prepared or 
constrained to apply only a f r a c t i o n of i t . In the f i r s t case men may 
be a c t u a l l y t r a i n e d by the Company or ou t s i d e agency f o r a s h o r t 
period to carry out a r e s t r i c t e d range of a c t i v i t i e s ; i n engineering 
such men are t r a d i t i o n a l l y r e f e r r e d to as d i l u t e e s . I n the second 
case men are e f f e c t i v e l y laying aside s k i l l s and c a p a b i l i t i e s - either 
by choice or constraint - i n order to concentrate on the one a c t i v i t y . 
In practice, i t would seem, the more the fragmentation of work tasks 
and the l e s s opportunity a person has for applying the whole range of 
h i s knowledge, the more the a p p l i c a t i o n of a person's s k i l l s a r e 
dil u t e d through constraint rather than choice. 
The nature of the work may not only f o r c e a s k i l l e d man to use a 
f r a c t i o n of h i s knowledge and c a p a b i l i t i e s ; i t can a l s o impose 
l i m i t a t i o n s on the amount and range of knowledge and s k i l l a person 
can acquire for l a t e r use. In consequence, r e s t r i c t e d experience i n 
one s e c t o r c o u l d e f f e c t i v e l y exclude you from c o n s i d e r a t i o n by 
employers wanting people with g r e a t e r knowledge and a broader 
experience, isven time-served men who have been r e s t r i c t e d to only a 
limited range of work might find themselves constrained to look for, 
and choose from, work within a limited range of c a p a b i l i t i e s . 
At Vickers Scotswood the d i v i s i o n of labour was such that for some men 
there was a tendency towards s p e c i a l i s a t i o n - whether i t be on 
' f i t t i n g 1 , the Boilermaker tr a d e s - e.g. welding, p l a t i n g , marking-
off, or as a 'machine man1. Consequently, for a l l that a time-served 
engineer was supposed to be capable across a l l facets of the trade, i t 
did happen that some Scots wood men l e f t a f t e r many years incompetent 
i n some aspects. 
But i f some of the Scotswood men tended to be r e s t r i c t e d to a 
p a r t i c u l a r trade f a c e t , a t l e a s t w i t h i n the confines of t h a t f a c e t 
they had had a broad range of experience. Were a job for a ' f i t t e r * 
to come up then a Scotswood ' f i t t e r ' would l i k e l y be as s k i l f u l and 
knowledgeable as any f i t t e r s on the Tyneside market. 
At Tress, however, not only was there a tendency for the d i v i s i o n of 
labour to r e s u l t i n some time-served men s p e c i a l i s i n g i n a p a r t i c u l a r 
trade aspect, such as f i t t i n g , but there was a l s o the constraint that 
even within that trade s p e c i a l i s a t i o n the range of operations was very 
limited. Consequently, jobs requiring a greater degree of experience 
and knowledge - jobs such as those a t Scotswood - would probably have 
been beyond t h e i r c a p a b i l i t i e s . Despite being f o r m a l l y ' s k i l l e d ' , 
then, some of the time-served men a t Tress - e s p e c i a l l y the f i t t e r s -
might i n r e a l i t y have o n l y been i n the market for r e p e t i t i v e semi-
s k i l l e d jobs. 
Allen Cross, a Scotswood 'marker-off'» 
A.C. "The l i k e s of T r e s s were more l i k e s p e c i a l i s t s i n t h e i r 
f i e l d - v a l v e s and things l i k e that ... w e l l , somebody who 
has worked a t Scotswood would have got the same j o b maybe 
once e v e r y say 4 or 5 months; you know, i t wasn't s o r t of 
l i k e mass production; there was very l i t t l e of that; i t was 
more-or-less one job or two jobs. But a t Tress I think they 
were getting batches of hundreds - r e p e t i t i v e work - whereas 
a t Scotswood the jobs were always more-or-less d i f f e r e n t 
every time you got one. You see, i f you're doing r e p e t i t i v e 
work, day i n day out that's a l l you more-or-less can do ... 
t h e i r scope i s very l i m i t e d - or might be v e r y l i m i t e d ; 
whereas a t V i c k e r s there was q u i t e a l a r g e scope on the 
job." 
These processes of l i m i t i n g a persons 'scope' go on l a r g e l y outside of 
the individual's immediate control and play a determinate part i n the 
nature of the work he i s l i k e l y to be engaged upon. On the one hand a 
person may not have the opportunity to apply a l l s k i l l s ; on the other 
hand h i s range of knowledge - and f u t u r e m a r k e t a b i l i t y - may be 
limited by lack of experience. 
Those p r o c e s s e s s e r v i n g to promote the o p p o r t u n i t i e s f o r use of a 
person's s k i l l , or i n f a c t for the acquisition and/or maintenance of 
that s k i l l , form part of the s t r u c t u r a l context i n which a person may 
attempt to achieve h i s work aims. 
In the preceding few pages we focussed upon e s s e n t i a l l y technologica 1 
constraints; however, i f a 'structural' barrier or constraint i s the 
consequence of, or the working out of, a general s o c i a l p r i n c i p l e then 
other such s t r u c t u r a l f a c t o r s of s i g n i f i c a n c e c o uld be 'age' and 
'gender'. Age can be p a r t i c u l a r l y important i n regard to jobs 
requiring much e f f o r t , e s p e c i a l l y those i n v o l v i n g piece-work. The 
importance of gender i s s e l f - e v i d e n t from the f a c t that v i r t u a l l y a l l 
the shop f l o o r workers a t T r e s s and Scotswood were male, w h i l s t the 
suggestion was that outside of these two plants there was a stratum of 
p a r t i c u l a r l y monotonous jobs possibly 'reserved' for females. 
I n the chapter on ' i n t e r n a l labour markets' we r e f e r to two other 
s t r u c t u r a l influences: i.e. the significance for i n d i v i d u a l action of 
trade union constraints and regulations, and the meaning of b a r r i e r s 
between the i n t e r n a l and external labour market. 
B. CHOICE 
The s e l e c t i v e p r e f e r e n c e s of r e c r u i t e r s i s an obvious and v i t a l 
influence on the d i s t r i b u t i o n of people to jobs. However apart from 
one sub-contract manager a t Tress no other managerial personnel above 
foreman l e v e l were i n t e r v i e w e d and so we cannot make any d e t a i l e d 
comment on the i r practices. There was some evidence, however, that a t 
Tress Engineering older men were preferred for labouring jobs because 
they were l e s s l i k e l y to move on; t h i s a s p e c t i s r e f e r r e d to i n the 
next chapter on I n t e r n a l Labour Markets. 
SeIf-Selection 
The s e l f - s e l e c t i o n and direction of a man towards one labour-market 
sector o f f e r i n g a p a r t i c u l a r type of reward i n preference to 
another takes p l a c e i n a p a r t i c u l a r s t r u c t u r a l context - a context 
that allows for the p o s s i b i l i t y of certain choices to occur. We have 
i d e n t i f i e d a person's p o s i t i o n i n the h i e r a r c h y of s k i l l as a main 
determining factor. 
S k i l l e d men were more l i k e l y to be faced with a choice between 
' i n t e r e s t i n g ' and 'high paid (but monotonous)' work. Within the 
s k i l l e d range of jobs a tradesman might be faced with a choice between 
v a r i e d one-off work of the type such as a t Scotswood, and more 
' r e p e t i t i v e ' , higher p a i d work, u s u a l l y piece-work, as i n f a c t o r i e s 
geared more to a mass market. At the same time a s k i l l e d man had 
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access not only to jobs within h i s own s k i l l group but a l s o to those 
i n the n o n - s k i l l e d ranges - jobs which again were more l i k e l y to be 
r e p e t i t i v e and boring, but possibly higher paid. Some tradesmen would 
be able to get jobs which were both int e r e s t i n g and w e l l paid, w h i l s t 
others would be i n a trade - such as, i t was s a i d , 'welding' - which 
gave much l e s s opportunity for job i n t e r e s t ; but large numbers would 
have to consider whether to trade off i n t e r e s t i n g s a t i s f y i n g work for 
higher paid, monotonous, r e p e t i t i v e work. 
The extent to which men would be prepared to go af t e r higher pay would 
depend on the s t r e n g t h of the economic component i n t h e i r s c a l e of 
o b j e c t i v e s from work and the nature and range of o p p o r t u n i t i e s 
a v a i l a b l e to them. Much of the work a t Scotswood seems to have been 
p a r t i c u l a r l y i n t e r e s t i n g and s a t i s f y i n g so i t may have been t h a t a 
person would have had to be strongly economically orientated to leave 
Scotswood and chase better money elsewhere - e s p e c i a l l y i f that meant 
doing r e p e t i t i v e piece-work jobs. Men with young f a m i l i e s and 
f i n a n c i a l commitments might be p a r t i c u l a r l y l i a b l e to have an economic 
orientation and so be prone to 'chase the money'. 
The more r e p e t i t i v e trades a t Scotswood, and the men on the machines 
a t Tress, of course would be s a c r i f i c i n g l e s s job i n t e r e s t were they 
to l e a v e and so i t might take a s m a l l e r monetary d i f f e r e n t i a l 
elsewhere to a t t r a c t them. At Tress, there was i n f a c t a high l e v e l 
of agreement amongst the workforce there that the pay was p a r t i c u l a r l y 
high and so i t was b e l i e v e d u n l i k e l y t h a t they would have reason to 
leave. 
E x c l u s i o n from the s k i l l e d group e f f e c t i v e l y meant a narrowing of 
choice f o r the n o n - s k i l l e d men. Although, as we saw, the d e n i a l of 
access to the most interesting work did not i n f a c t mean that the non-
s k i l i e d were unaware of d i f f e r e n c e s i n i n t e r e s t or monotony 
c h a r a c t e r i s t i c of the range of jobs open to them, i t did mean that he 
balance of attractions of a job was l i k e l y to swing to other features 
on o f f e r - such as pay, ease of e f f o r t , l a c k of s u p e r v i s i o n , e t c . 
Denied access to the most interesting work, therefore, men were l i k e l y 
to give p r i o r i t y to other objectives from work. 
G r e a t though the c o n s t r a i n t s may have been t h e r e was s t i l l 
considerable scope for people to influence t h e i r f i n a l job destination 
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by the e x e r c i s e of i n d i v i d u a l d i s c r e t i o n and choice. T h i s was the 
case both on the external and i n t e r n a l markets. 
Restructuring and Re-orientation 
Where choice i s a v a i l a b l e a c t u a l s e l e c t i o n i s determined by an 
individual's work orientation. A person's work orientation i s l i k e l y 
to vary according to changes i n contextual circumstances. That i s to 
say that a t c e r t a i n times p a r t i c u l a r objectives are l i k e l y to r i s e to 
the fore. When change occurs the i n d i v i d u a l re-evaluates his current 
employment or s i t u a t i o n i n terms of h i s new o r i e n t a t i o n and, i f 
u n s a t i s f i e d , s u r v e y s the market f o r jobs l i k e l y to meet h i s new 
requirements. Thus i n t h i s way a restructuring process takes place. 
The restructuring of an orientation may lead to a re-evaluation of the 
worth of a t r a d e - o f f - say a t r a d e - o f f between i n t e r e s t i n g work and 
higher paid (but monotonous) work - where, for example, an a l t e r a t i o n 
i n circumstances increases the importance of a t h i r d or i n t e r v e n i n g 
f a c t o r - such as 'se c u r i t y * . An i n c r e a s e i n d e s i r e f o r s e c u r i t y may 
a l t e r the o v e r a l l value of one job and lessen the other. 
Mr Jones, a s k i l l e d man from Scotswood, says that, other things being 
e q u a l , a person l i k e h i m s e l f might 'normally' be faced with a 
straightforward choice between inte r e s t i n g work or higher paid work; 
but Mr Jones points out that higher paid, but monotonous, r e p e t i t i v e 
jobs are o f t e n s h o r t term and t h e r e f o r e i n s e c u r e ; i n such a case, 
therefore, an increase i n desire for 'security' could have a bearing 
on any choice: 
J . J . " I t seems that the bloke with the s k i l l s , and who could do a 
good job, doesn't get as much as what the bloke with the 
boring job gets. So you either go for the boring job or you 
go to use your s k i l l s . " 
F.P. "Do you think a man with a family would need the money more, 
so he would be more l i k e l y to go for the boring job?" 
J . J . " I t depends you see. I t goes back to s e c u r i t y . The bloke 
w i l l go i n t o the job i n which he t h i n k s he w i l l be secure. 
For a l l t h a t there might be a n i c e apple there to take a 
b i t e a t i t might o n l y l a s t f or about 6 months and then he 
could be out on the Dole again. You u s u a l l y find with some 
of these jobs t h a t they o n l y l a s t 12 months or so - you 
know, 6 or 12 months." 
The e x t e n t to which ' s e c u r i t y ' as an o b j e c t i v e w i l l i n t e r v e n e i n an 
e x i s t i n g choice between 'job i n t e r e s t ' and 'money' w i l l of course 
depend on the influence of v a r i a b l e s already referred to i n Chapter I V 
i.e. v a r i a b l e s such as the age of the i n d i v i d u a l , h i s position i n the 
l i f e - c y c l e , the g e n e r a l l e v e l of demand f o r h i s s k i l l s , e t c . I n 
Chapter I V we discussed voluntary 'chop and changers' included within 
which were those who 'chase the money'. 'Chasing the money' i n 
engineering apparently normally involved working on piece-work jobs. 
Vickers Elswick, for example, was a piece-work factory and i t was s a i d 
that they had an above average number of 'chop and changers'. I t was 
pointed out t h a t when ' s e c u r i t y ' became a p r i o r i t y amongst people's 
work objectives then the tendency to 'chop and change' could stop and 
attempts could be made to get established and acquire security. That 
i s to say the o b j e c t i v e of s e c u r i t y i n t e r v e n e s to a f f e c t the 
conditions of choice. 
The restructuring of an orientation i s p a r t i c u l a r l y l i k e l y to occur as 
-market power i s weakened. I n c r e a s i n g age i s l i k e l y t o be 
accompanied by a weakening market s i t u a t i o n . Jobs r e j e c t e d when 
younger may be accepted when o l d e r . I f a younger man, f o r example, 
might not be prepared to accept monotonous work an o l d e r man might 
r e a l i s t i c a l l y f e e l he has l i t l e a l t e r n a t i v e . According to Mr H a l l i d a y 
an older man tends to accept the si t u a t i o n and adapts h i s thinking i n 
l i n e with his new market situation: 
F.P. "Can you stand r e p e t i t i v e work?" 
A.H. " R e p e t i t i v e ? W e l l , I don't know; up to a c e r t a i n p o i n t I 
suppose I could. I think you can stand i t more when you get 
older. Do you know what I mean?" 
F.P. "Can you?" 
A.H. " I t h i n k so. I mean, I could imagine so l i k e . I think you 
s t a r t to think t h a t way because there's nothing e l s e ; you 
j u s t say 'well I've got to do i t ; and that's that l i k e . " 
I f market power can be reduced i n good times - whether i t be due to 
the advancement of age, l o s s of a general s k i l l , or whatever - i t i s 
a l l the more l i k e l y t o occur i n bad times. Market weakness and 
r e s t r u c t u r i n g of o r i e n t a t i o n s i s p a r t i c u l a r l y l i k e l y to occur i n 
co n d i t i o n s of high unemployment and low demand. A weakening market 
s i t u a t i o n implies a lo s s of opportunity and therefore a r e s t r i c t i o n of 
choice. With choice r e s t r i c t e d i n d i v i d u a l s may be forced to consider 
whether or not t h e i r c u r r e n t o r i e n t a t i o n s i . e . t h e i r s e t s of 
o b j e c t i v e s and p r i o r i t i e s - a r e r e a l i s t i c and s u s t a i n a b l e . Jobs 
previously not considered, or even rejected, may now be re-considered 
and possibly accepted. 
C h r i s Hughes, a Scotswood s k i l l e d man, would 'normally' not have 
considered the r e p e t i t i v e work of Tress, even for better money; a t the 
time of the interview, with work short, he would: 
C.H. " I wouldn't do repe t i t i o n work. Whether you're making money 
or not I wouldn't do i t - although I d i d i t a t Eimco (a 
sm a l l engineering firm) but i t wasn't r e a l l y r e p e t i t i o n work 
- 10 or 20 j o b s . But when you got onto t r a n s i s t o r i s e d 
things and p l a s t i c things I'm ta l k i n g about batches of 100. 
I mean l i k e Tress Engineering, l i t t l e v a l v e s and things l i k e 
that. There was a lad a t Eimco from Tress - C h a r l i e Dickson 
- they used to make thousands of v a l v e s - s m a l l v a l v e s ; i t 
would drive me crackers•" 
F.P. "But i f the money was there i t wouldn't tempt you?" 
C.H. "No; maybe now i t wouldl But i f thi n g s were h e a l t h y I 
wouldn't." 
Mr Timpson was another man who under the pressure of unemployment was 
beginning to r e - o r g a n i s e h i s o r i e n t a t i o n and s t a r t to consider work 
t h a t i n b e t t e r times he would choose not to do - r e p e t i t i v e work. 
When t h i s i n t e r v i e w was c a r r i e d out he had been unemployed over 12 
months and was c l e a r l y f e e l i n g the s t r a i n . 
F.P. "Some people have s a i d t h a t they wouldn't do ' r e p e t i t i v e 
work'." 
J.T. " I q u i t e agree. That was one thing t h a t used to get me ... 
(at Scotswood) ... you got the odd job t h a t was r e p e t i t i v e 
- maybe about 10 or 20 o f f ... i f you had hundreds or 
thousands that would drive me barmyI" 
F.P. "Do you think you could take a job l i k e that?" 
J.T. "Well there's a question! Let's say I'd r a t h e r not - but I 
may have to." 
As unemployment lengthens p r e s s u r e s are increased, expectations are 
lowered, and event u a l l y even jobs a t the 'back of the queue* come into 
consideration. More and more men, and maybe women, compete for jobs 
that i n good times would not have been considered by many - need not 
have been considered by many. Men higher up the s k i l l h i e r a r c h y 
'trade down', not so much through preference but through l a c k of 
choice. Those with the weakest market power are l i k e l y to 'trade 
down' f i r s t . Good jobs are l i k e l y to be 'secure' jobs, but any jobs 
nay be better than no jobs. 
Even the most monotonous of jobs - even jobs described as women's jobs 
- may now be accepted. Ken Laid law, a store-keeper a t Scotswood, has 
been out of work over 12 months: 
K.L. "The majority of these jobs that are for women only, I don't 
think men would do them. The l i k e s of where I used to work 
at' Osrams, i n the factory where they made them you wouldn't 
get a man doing the so r t of f i d d l y jobs of putting filaments 
i n l i g h t bulbs, you know; I don't think a man would do i t -
but I_ would do i t , because I would do any s o r t of work. 
There's q u i t e a l o t of men couldn't do t h a t s o r t of thing; 
you know, they couldn't stand i t a l l day - s i t t i n g there 
p u t t i n g these t h i n g s ^ i n t o bulbs ... but ... you know, i t ' s a 
job. I f there were l o t s of jobs a v a i l a b l e I wouldn't take a 
job l i k e t h a t - you know, they're r i g h t a t the back of the 
queue those sorts of jobs." 
Brian Strong (Scotswood Foreman): 
"They seem to have women working a t these benches p u t t i n g 
a l l the l i t t l e micro-chips together, or whatever i t i s , i n 
l i t t l e e l e c t r i c a l connections; they seem to have women do 
t h a t job. 1 wouldn't l i k e to do i t . But i t ' s b e t t e r than 
being on the dole I suppose. I suppose i f i t came to the 
crunch I would do anything rather than be on the dole." 
Tommy Thompson (Tress time-served f i t t e r ) : 
"I've heard i t ' s p r e t t y boring a t Ever Ready; but i t cannot 
be any more boring than what I'm doing here (unemployed a t 
home) and you're going to get paid. They reckon i t i s 
boring; that's a l l you do, j u s t watch b a t t e r i e s ! " 
Conclusion 
I f Scotswood was dominated by s k i l l e d , n o r m a l l y time-served, 
tradesmen, Tress was dominated by ' s e m i - s k i l l e d 1 , normaly non-time-
served, piece-workers. This difference i n the preponderant nature of 
the workforce, plus the .difference i n the nature of the work tasks, i s 
r e f l e c t e d i n the t a b l e s i n Chapter I I I . Whereas i n the case of the 
Scotswood workers the most frequently mentioned appreciated aspect of 
the work-place was ' jab i n t e r e s t ' , i n the case of the T r e s s workers 
•good jay' was foremost. T h i s d i f f e r e n c e i n a p p r e c i a t i o n c l e a r l y 
r e f l e c t e d an objective difference i n the sorts of work a v a i l a b l e a t 
the two work-places. At the same time i t seems t h a t there was a 
ce r t a i n degree of congruence between the orientations of the two work-
forces and what the two work-places i n f a c t had to offer. Many men a t 
Scotswood c l e a r l y had a s t r o n g preference f o r doing i n t e r e s t i n g , 
complicated, q u a l i t y work, and Scotswood s a t i s f i e d t h a t p r e f e r e n c e . 
Many men a t Tress, on the other hand, - possibly not used to doing, or 
expecting to be given, h i g h l y i n t e r e s t i n g work - seemed to be 
p a r t i c u l a r l y money conscious, and Tress's believed r e l a t i v e l y high pay 
was w e l l appreciated. 
T h i s d i f f e r e n t i a t i o n of t{ie two work-forces was a p a r t of a more 
general systematic d i v i d i n g of the labour market along both l a t e r a l 
and h i e r a r c h i c a l l i n e s . The market was l a t e r a l l y d i v i d e d , or 
segmented, where persons with a c c e s s to a range of jobs may havebeen 
faced with a choice, to the e f f e c t of channelling people into separate 
groups according to t h e i r preferences; i t was h i e r a r c h i c a l l y divided 
to the e x t e n t t h a t a c c e s s to some jobs may have been barred to those 
without appropriate q u a l i f i c a t i o n s . In our sample of manual workers 
the b a s i s of the h i e r a r c h y t h a t e x i s t e d was ' s k i l l ' - i . e . the 
t e c h n i c a l a b i l i t y to c a r r y out a p a r t i c u l a r range of p o s s i b l e 
operations or functions and the s o c i a l and p o l i t i c a l recognition of 
the r i g h t to carry out that job - although there were suggestions that 
other possible s i g n i f i c a n t d i v i s i o n s could be based on age and gender. 
The s k i l l d i v i s i o n s i d e n t i f i e d followed the d e f i n i t i o n s used i n the 
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th e s i s i n general, whereupon three broad groups were distinguished: 
S k i l l e d Men: i d e n t i f i e d i n the main by t h e i r h a v i n g s e r v e d an 
a p p r e n t i c e s h i p , a c t i n g both as a recognised i n d i c a t o r of t h e i r 
s o c i a l l y accepted r i g h t to c a r r y out c e r t a i n jobs and of t h e i r 
technical competence to handle a broad range of operations. 
Semi-Skilled Men: i d e n t i f i e d i n the main by t h e i r having trained for 
a s h o r t p e r i o d - say 6 months - to c a r r y out a l i m i t e d range of 
engineering functions - such as one or more of 'milling', 'grinding', 
' d r i l l i n g ' , 'planing', 'welding', 'assembling', e t c . 
U n s k i l l e d Men, Labourers, A n c i l l a r y Workers: gen e r a l l y men engaged on 
work that needed a minimum of tra i n i n g . 
These were the three main groupings of shop-floor workers within Tress 
Engineering and Vickers Scotswood. Outside of these two engineering 
plants, inside some other fa c t o r i e s , we referred to a fourth grouping 
which could p o s s i b l y be seen as a s u b - d i v i s i o n of the ' U n s k i l l e d ' 
group; t h i s sub-grouping was composed of people working on a range of 
jobs where the most s a l i e n t c h a r a c t e r i s t i c i s a s t r o n g tendency 
towards human subordination towards the working of machinery or large 
c a p i t a l equipment; assesmbly l i n e or c o n v e y o r - b e l t jobs, machine 
minding, and packing jobs were most t y p i c a l . 
A person's position i n t h i s hierarchy followed from a combination of 
s t r u c t u r a l determinants outside the i n d i v i d u a l ' s c o n t r o l , and s e l f -
s e l e c t i o n and choice. The t e c h n i c a l organisation of production - and 
changes t h e r e i n - work experience, trade union c o n s t r a i n t s and 
demarcations, and the state of demand for a person's s k i l l s or other 
a t t r i b u t e s , confine a person w i t h i n c e r t a i n boundaries of the job 
s t r u c t u r e . To the extent, then, t h a t a person was confined to a 
limited range i n or across the four ' s k i l l ' groupings mentioned above 
h i s choice was r e s t r i c t e d to the a t t r i b u t e s of the range of jobs 
thereby a v a i l a b l e to him. Labourers could not, without proper 
training, s e l e c t from jobs normally a v a i l a b l e to s e m i - s k i l l e d men, and 
s e m i - s k i l l e d men c o u l d not s e l e c t from jobs normally a v a i l a b l e to 
s k i l l e d men. The r e v e r s e , however, could occur; men f u r t h e r up the 
hierarchy could have a range of jobs below them from which to choose. 
We w i l l see l a t e r that a t l e a s t a t Tress Engineering there were good 
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opportunities for men to move, over time, from the u n s k i l l e d group to 
the semi - s k i l l e d v i a a s t r u c t u r e d i n t e r n a l labour market, and thus 
open up the range of p o s s i b i l i t i e s a v a i l a b l e to them. The d i v i s i o n s 
between the s e m i - s k i l l e d and s k i l l e d groups, however, were for those 
seeking upward m o b i l i t y much more t i g h t l y drawn; the degree of 
tr a i n i n g for a s k i l l e d job was much longer and normally entrance to 
t h i s e x c l u s i v e group depended on the a s p i r a n t having s e r v e d an 
appr e n t i ceship. 
S k i l l e d men were more l i k e l y than the s e m i - s k i l l e d or l a b o u r e r s to 
have the opportunity to take jobs which were mentally stimulating and 
generally s a t i s f y i n g . Such jobs, however, need not possess a monopoly 
of other v a l u e d a t t r i b u t e s and, i n p a r t i c u l a r , they need not 
n e c e s s a r i l y be better paid. Higher paid, but l e s s i n t e r e s t i n g work, 
may be found i n the range of jobs open to s k i l l e d , s e m i - s k i l l e d , and 
even u n s k i l l e d workers. Consequently, a s k i l l e d man was p a r t i c u l a r l y 
l i k e l y to be faced with a choice between 'interesting work' and l e s s 
s a t i s f y i n g higher paid work. 
Men lower down the hierarchy would not generally have access to the 
more i n t e r e s t i n g work open to the s k i l l e d workers. The d e n i a l of 
access to the most in t e r e s t i n g work, however, did not mean there was 
not s t i l l an awareness that the jobs that were a v a i l a b l e might offer 
varying degrees of monotony or s a t i s f a c t i o n . Despite the curtailment 
of the range of jobs offering p a r t i c u l a r l y i n t e r e s t i n g work, the range 
of v a r i a t i o n l e f t was such t h a t a degree of choice s t i l l e x i s t e d . 
Although the removal of the most interesting work, and the e f f e c t t h i s 
was l i k e l y to have on e x p e c t a t i o n s and o r i e n t a t i o n s , may have 
promoted a tendency towards e v a l u a t i n g work i n economistic terms -
such that economic maximisation became a prime objective - i t did hot 
mean that an u n s k i l l e d or s e m i - s k i l l e d worker would n e c e s s a r i l y do a 
higher p a i d j o b 'at any cost'. There might not have been many jobs 
around t h a t o f f e r e d a g r e a t d e a l of i n t e r e s t or s a t i s f a c t i o n , but 
there were jobs around which were even more boring and monotonous than 
others. 
The fourth, or 'bottom', grouping i n our hierarchy we described above 
we suggested contained the most mentally s t u l t i f y i n g , monotonous jobs 
of a l l . These jobs were jobs which as one man put i t were 'at the end 
of the queue' for many people; they were jobs that some men would not 
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touch u n l e s s there was nothing e l s e ; they were jobs which many men 
seemed to think were more s u i t a b l e for women, and which we think were 
often l e f t for women. 
Jobs c a r r i e d out by the s k i l l e d men of Scotswood tended to occupy a 
p o s i t i o n c l o s e to the ' I n t e r e s t i n g * end of the ' I n t e r e s t i n g 1 / 
'Monotonous' continuum - i . e . the work tended to 'have a long 
completion time span, tended to vary, was mentally stimulating, with a 
tendency for a c t i v e worker domination and control over the object of 
h i s work'. At the other end of the range - or continuum - were the 
most monotonous jobs where there was a tendency for the work 'to be of 
short duration, r e p e t i t i v e , mentally boring, and a tendency for worker 
subordination to machine dictat*. Jobs a t Tress tended to l i e between 
these two extremes. 
The d i s t r i b u t i o n of people to positions along the continuum i n v o l v e d a 
mechanism that r e l i e d i n part upon i n d i v i d u a l s themselves finding and 
s e l e c t i n g s u i t a b l e jobs. The process of s e l e c t i o n and the d e f i n i t i o n 
of 'suitable jobs' emerge from evaluations of the at t r i b u t e s of those 
jobs on o f f e r i n the l i g h t of, and i n r e l a t i o n to, an i n d i v i d u a l ' s 
p a r t i c u l a r s e t of o b j e c t i v e s and p r i o r i t i e s from work. Such 
objectives and p r i o r i t i e s may include 'interesting work', but may a l s o 
i n c l u d e others, such as 'high pay', 'ease of work', 'cl o s e n e s s to 
home', 'shift-work', etc. Jobs offering low rewards on one dimension 
may compensate on others. 
These o b j e c t i v e s or p r i o r i t i e s - or o r i e n t a t i o n s - are s u b j e c t to 
change i n accordance with a l t e r a t i o n s i n circumstances pertaining to 
the i n d i v i d u a l , h i s f a m i l y , or the s t a t e of demand f o r h i s labour. 
Where a person's i d e a l or o r i g i n a l objectives cannot be attained, or 
where some circumstances induce a change i n a person's s e t of 
p r i o r i t i e s , a person's orientation i s re-structured and he thereafter 
seeks or accepts jobs previously rejected or ignored. Restructuring 
may occur, for example, where the onset of marriage induces a need for 
p r e d i c t a b i l i t y and s e c u r i t y and people may cease 'chopping and 
changing' jobs, chasing the money, and seek to get s e t t l e d i n 
somewhere - even a t cost of higher paid, but r i s k i e r , rewards 
elsewhere; where restructuring may occur older men may incr e a s i n g l y 
become o r i e n t a t e d to e a s i e r and/or more secure jobs; or a t h i r d 
example could be where some men may develop a l i k i n g for night-work i f 
i t f i t s i n with their wives' jobs or family r e s p o n s i b i l i t i e s . F i n a l l y 
some o r i e n t a t i o n s might have to be excluded from c o n s i d e r a t i o n or 
changed i f there i s i n s u f f i c i e n t demand for a person's labour, or i f 
gaining access to sui t a b l e jobs, by perhaps moving house, could incur 
unacceptable costs.. 
An orientation held i n times of p l e n t i f u l employment i s p a r t i c u l a r l y 
l i k e l y to become u n r e a l i s t i c and no longer sustainable, a t times of 
r e c e s s i o n . S i n c e o r i e n t a t i o n s are h e l d i n r e l a t i o n to and i n 
comparison to the a v a i l a b l e a l t e r n a t i v e s , a t times of heavy redundancy 
and low demand the p o i n t of comparison i s f r e q u e n t l y between the 
rewards of whatever jobs are on offer and the state of unemployment. 
T h i s i s a l l the more the case when a person i s a c t u a l l y out of work. 
In t h i s situation, a t a minimum, an i n d i v i d u a l w i l l accept a job that 
i s better than h i s p a r t i c u l a r experience of unemployment. Of course 
there w i l l be v a r i a t i o n s i n the e f f e c t s of unemployment and i n the 
sorts of comparisons the unemployed w i l l make, but generally speaking 
as unemployment lengthens, and e f f e c t s worsen, the balance i s l i k e l y 
to swing further towards the worst jobs and increasingly previously 
r e j e c t e d work may come i n t o c o n s i d e r a t i o n . The speed a t which a 
person i s l i k e l y to 'trade down' to i n f e r i o r jobs may r e l a t e to h i s 
e v a l u a t i o n of h i s market s i t u a t i o n ; those f e e l i n g s t r o n g e s t and 
securest may hold out longer. 
As the range of a v a i l a b l e jobs narrows a ' s p i l l - o v e r * e f f e c t i s l i k e l y 
to develop; ' u n s k i l l e d ' men may now consider work t y p i c a l l y done by 
women, the ' s e m i - s k i l l e d ' may consider labourer's jobs, and the 
s k i l l e d may move down to any of those below them. As the s i t u a t i o n 
d e t e r i o r a t e s even jobs 'at the back of the queue 1 - those o n l y 
m a r g i n a l l y b e t t e r than being unemployed - come under i n c r e a s i n g 
demand. Those people l e a s t i n demand are l i k e l y to get squeezed out 
and become long term unemployed, or disappear from the v i s i b l e a c t i v e 
labour market a l t o g e t h e r - perhaps becoming 'house wives' or taking 
premature retirement. 
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CHAPTER V I I 
CHOICE. AGEING. UNEMPLOYMENT. CHANGING ORIENTATIONS TO WORK 
Previous chapters have described how there tended to be congruence 
between the sorts of work-rewards Tress and Scotswood offered, and 
t h e i r respective workforce's ideas of what they most wanted from 
work} however, i t was not our in t e n t i o n , and nor does our 
methodology permit us, to make a precise s t a t i s t i c a l analysis of 
the comparative extent to which workers* preferences, l i k e s or 
d i s l i k e s , and orientations, were formed inside of and i n response to the 
work-context, on the one hand, or outside of the work-place i n response 
to changes occurring i n the home, the l i f e - c y c l e , or other broader 
social phenomena on the other. Consequently we cannot evaluate the 
extent to which choice operated p r i o r to a r r i v i n g at a work-place -
such that jobs were selected out, or offers accepted, that f i t t e d p r i o r 
conceptions of s u i t a b i l i t y -, or a f t e r a r r i v i n g at a work-place - such 
that the experience of a work-place persuaded people to choose not to 
move on. 
Nevertheless, we can say th a t , quantitative weight apart, our interviews 
d i d indicate that both sets of influences could occur, i n respect of 
d i f f e r e n t individuals and f o r the same individual a t d i f f e r e n t stages of 
his l i f e . That i s to say people could change t h e i r ideas o f suitable 
work as a re s u l t of events occurring outside the work context, and i n 
pa r t i c u l a r for.our sample the experience of lengthy unemployment, and 
consequently select, or accept, employment believed to be congruent with 
t h e i r restructured preferences; and people could go to a work-place f o r 
one reason, acquire a l i k i n g f o r that work-place through experience or 
the acquisition of new knowledge, and subsequently decide to stay 
immobile i n that work-place because i t was then believed to o f f e r the 
best chances of s a t i s f y i n g new post-experience preferences. 
Probably one of the strongest 'work-place experience* influences on 
preferences amongst our sample was the f r i e n d l y social atmosphere that 
f o r both groups was cle a r l y well appreciated. But men could also become 
aware of, and appreciate or otherwise, features such as the l e v e l of 
pay, the degree of e f f o r t , the monotony or otherwise of the work, and 
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the opportunities f o r changing jobs. Thus, i n the case of the l a s t 
example, i f orientations tended to be firmed i n the l i g h t of awareness 
of opportunity, then changing job structures and changing chances on 
the i n t e r n a l market might be expected to have led to a re-orientation. 
At Tress Engineering, f o r example, men could go there to do work w i t h i n 
the labouring s t r a t a of jobs, and expect the sorts of rewards that go 
with such jobs, only l a t e r to take the opportunity to r i s e up the semi-
s k i l l e d i n t e r n a l labour market and thereafter become aware of the sorts 
of rewards subsequently available to them. The experience of a place 
l i k e Tress changed some men's expectations of the sorts of work con-
sidered suitable. Experience of post-redundancy unemployment, however, 
led many men t o eventually to. lower - i n the cases of some re-lower -
t h e i r sights, and select, or accept, jobs previously rejected or 
ignored. 
Amongst the strongest external influences appear to have been t r a v e l l i n g 
distance from home t o work-place, position i n the family l i f e cycle, 
household organisation - including roles and re s p o n s i b i l i t i e s i n the 
home and the r e l a t i o n of other family members to paid work -, i n the 
post-redundancy s i t u a t i o n the experience of lengthly unemployment and 
unstable re-employment - which we concentrate on i n t h i s chapter -, 
and position i n the i n d i v i d u a l l i f e cycle - i e the ageing process, which 
also receives some emphasis here. 
Whether external or i n t e r n a l influences predominate, decisions to consider, 
go a f t e r , or accept, p a r t i c u l a r types of employment, imply discretion 
i s being used - which i n the sense we have used i t i n t h i s thesis means 
the exercise of choice. This exercise does not necessarily mean t h a t 
men were selecting r a t i o n a l l y from a range of employments; indeed we have 
already mentioned th a t people's ideas of the sorts of rewards specific 
firms offered were very flimsy and so an informed calculated selection 
would seem u n l i k e l y . Neither does i t mean that the choices were ide a l 
abstractions independent of i n d i v i d u a l circumstances, social relationships 
or the constraints imposed by l i m i t e d opportunities - and i n times of 
high unemployment these constraints could be extreme. But i t does mean 
that people ge t t i n g t o know about p a r t i c u l a r firms - such as Tress 
Engineering or Vickers Scotswood - could evaluate t h e i r s u i t a b i l i t y or 
190. 
acceptability f o r people l i k e them, i n t h e i r p a r t i c u l a r situations, and 
where opportunity allowed select accordingly. 
I n order t o understand why, therefore, men or women end up a t certain 
jobs we have to be aware that certain types of work are seen as 
suitable or appropriate f o r some people but not f o r others. This i n 
i t s e l f would not give us an adequate explanation f o r overall labour 
a l l o c a t i o n , especially when opportunities are r e s t r i c t e d and competition 
f i e r c e , but nevertheless t h i s subjective dimension on the part of the 
workers has to be taken into account. Even a t times of acute recession , 
as now, people i n d i f f e r e n t circumstances may tend to move towards broad 
ranges of jobs suitable f o r people l i k e them. Married mothers may s t i l l 
want jobs close t c home; single men may take generally lower paid jobs 
than, say, family men who have a higher 'reserve wage' because of greater 
f i n a n c i a l commitments and higher welfare payments; older men may be 
looking f o r jobs involving less e f f o r t ; the least powerful i n the market 
p a r t i c u l a r l y may be seeking security; people with working spouses, or 
other family members, may f e e l less pressure to go f o r jobs, or higher 
paying jobs, *at any cost 1; d i f f e r e n t groups may continue to give 
d i f f e r e n t weights to working s h i f t s , t r a v e l l i n g distances, moving out of 
the area, working abroad, etc. 
Not only may d i f f e r e n t groups have d i f f e r e n t ideas of s u i t a b i l i t y , but 
these ideas may change over time and context. Consequently, we need to 
understand not only the incidence of varying orientations amongst a given 
population, but also the significance and effectiveness of factors 
influencing change. As mentioned e a r l i e r these influences can be either 
found i n or out of the work context. The object of t h i s chapter i s to 
concentrate on one p a r t i c u l a r l y s i g n i f i c a n t •external* influence, 
especially i n times of recession, namelyt the experience of lengthy 
unemployment. 
191. 
THE EFFECTS OF UNEMPLOYMENT 
The impact of unemployment on those out of work, and t h e i r reactions, 
varies considerably. S i n f i e l d 1 mentions a whole range of factors of 
potential influence , including; Length of Time Unemployed; In d i v i d u a l 
Personality; Experience of Previous Unemployment; Age; Health; Level of 
Resources; Level of Demand; Extent of Informal Contacts; Gender; Marital 
Status; Situation of Other Household Members. But he emphasises two 
factors as being p a r t i c u l a r l y important, namely:- (a) The Level of Demand, 
(b) The Level and Range of Resources on Hand; these resouces are both 
economic and social. People expecting that demand f o r t h e i r s k i l l s w i l l 
eventually give them work, and who have the economic and social resources 
to ride out unemployment, are under less pressure and w i l l react - or not 
react - accordingly. 
In our study we got the impression that i t was men's perceptions of 
weakness i n the market and increasing f i n a n c i a l pressures as unemployment 
progressed that was p a r t i c u l a r l y l i k e l y to lead to a restructuring of 
orientations, - or as some men put i t "lowering t h e i r sights'. 
When t h i s study was carried out Earnings Related Unemployment Benefit 
Supplement was paid out f o r the f i r s t six months, a f t e r which men went 
on to 'Flat Rate' Unemployment Benefit f o r a further six months, a f t e r 
which they were no longer e n t i t l e d to Unemployment Benefit and became 
dependent on means tested Supplementary Benefit. So at the s i x month 
point, and then i n p a r t i c u l a r l y the 12 month point, men were l i a b l e to 
notice sharp drops i n income and a general worsening of t h e i r f i n a n c i a l 
s i t u a t i o n . 
The f i n a n c i a l problems faced by those having to l i v e on Supplementary 
2 
Benefit are well documented. Clark , f o r example, found that families 
with two or more children l i v i n g on Supplementary Benefit were 
p a r t i c u l a r l y l i k e l y to get in t o f i n a n c i a l d i f f i c u l t i e s . 
The Department of Employment^ carried out a survey of 4,000 people 
unemployed f o r one year a t time of interview i n 1980 and found thats-
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n&3& of the sample were receiving Supplementary Benefit, and 
most were f i n a n c i a l l y considerably worse o f f when unemployed 
than when they were i n work. More than h a l f of them 
commented on the lack of money and t h e i r i n a b i l i t y t o 
maintain a satisfactory standard of l i v i n g while unemployed. 
Approximately a t h i r d of both men and women had borrowed money 
during the previous year". 
I t was found that f a m i l i e s with dependent children were suffering the 
greatest f i n a n c i a l hardship from long term unemployment. The survey 
found that 55^ of married people with dependent children had some 
problems meeting regular payments, a s i g n i f i c a n t l y greater proportion 
than the JZfc of married men without dependent children and the 20$ of 
single men with s i m i l a r problems. 
A survey of households i n East Newcastle, carried out by Newcastle City 
Council i n 1981, aimed among other things to guage the extent to which 
t h e i r f i n a n c i a l s i t u a t i o n had changed over the previous 12 months. I t 
was found that f a m i l i e s where the head of household was unemployed were 
the most l i k e l y to have experienced d i f f i c u l t i e s , and that these 
d i f f i c u l t i e s were l i k e l y to be p a r t i c u l a r l y severe once the 12. month point 
of continuous unemployment had been reached - the point at which people 
went o f f Unemployment Benefit and on to Supplementary Benefit»-
Pg 11. "The Survey showed that a number of families who had not 
experienced job loss were reducing expenditure, and i n some 
cases f i n d i n g d i f f i c u l t y i n meeting large b i l l s . However, 
the experience of unemployment was the major f a c t o r creating 
these problems The long term unemployed are shown by the 
survey to be i n the severest f i n a n c i a l d i f f i c u l t i e s , reducing 
discretionary expenditure, yet s t i l l i n many cases f i n d i n g i t 
d i f f i c u l t t o meet essential items of expenditure, such as 
heating". 
I n 1982 Pyke^, carrying out a survey i n the South Shields area of South 
Tyneside, found that on a range of indicators households i4th unemployed 
heads had been more prone over the previous 12 months to experience 
f i n a n c i a l problems - such as d i f f i c u l t y i n paying rent, meeting heating 
b i l l s , using up savings etc - than those households with employed heads, 
and that there were strong suggestions that the s i t u a t i o n deteriorated as 
unemployment progressed. 
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Other research has also shown the tendency f o r the unemployed, and 
especially the longer term unemployed, to experience severe f i n a n c i a l 
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hardship. See, f o r example, Colledge and Bartholomew , and Smith. 
The effects of unemployment are not only f i n a n c i a l } they are also s o c i a l , 
psychological, and physical. Financial problems, together with increased 
contact, have been shown to be associated with an increase i n arguments 
within the family, even leading to family break-ups. See, f o r exmaple, 
8 Q 
Colledge and Bartholomew , J.M.Hill 7, and Newcastle City Council Tress 
Redundancy Study 1^. 
The association between unemployment and deteriorating mental and 
physical health has been shown i n a number of studies. Pyke 1 1 found that 
the unemployed were much more l i k e l y than the employed to suffer from a 
number of ailments, and the long term unemployed more than the short 
term unemployed»-
Pg8» "The ailments complained of by the unemployed were of a type 
that may be associated with worry, depression, and nervous 
disorders. Thus stomach troubles, chest pains, headaches, 
and general feelings of deterioration predominated. The 
general nature of the ailments complained of by the 
unemployed, and p a r t i c u l a r l y the long term unemployed, then, 
would seem to be consistent with an hypothesis that suggests 
tha t there i s a tendency f o r the effects of unemployment to 
increase i n int e n s i t y as duration lengthens". 
Other studies also have found a strong association. The Department of 
12 
Employment survey into long term unemployment found that 
psychological and psychosomatic problems could be generated or 
exacerbated by family stress during unemployment. See also Ramsden and 
Smee1^, Daniel 1**, Colledge and Bartholomew1-*, Harrison 1^, Dooley and 17 18 Calalano , and Jahoda . 
There i s also some suggestion of a relationship between unemployment and 
increased incidence of death. See, f o r example, Fox 1^, and Brenner 2^. 
A number of the studies and reports on the experience of unemployment 
touch upon, and distinguish between, a whole range of ef f e c t s . Colledge 
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and Bartholomew , f o r example, described the effects of prolonged 
unemployment amongst t h e i r sample as including! loss of confidence and 
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self-esteem, boredom and i n a c t i v i t y , family tensions, loss of social 
contact, and 'a very noticeable relationship between poor health and 
the duration of people's unemployment*. They also pointed out that a 
high proportion of the long term unemployed at t h i s time were aged 
over 55 and that they tended to believe that employers thought them less 
employable because of the health r i s k s and cost of pension and insurance 
schemes as we l l as the fa c t that they could only o f f e r a l i m i t e d 
remaining working l i f e . 
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J. M.Hill said that he found that the mal-effects of unemployment 
included: loss of a sense of personal and occupational i d e n t i t y , a loss 
of a sense of personal worth, feelings of degradation, boredom, loss of 
drive, depression, s l o t h , laziness, and i n e r t i a . He also suggested that 
people who are continuously unemployed t y p i c a l l y go through a series of 
phases, becoming increasingly prone to demoralisation, worsening 
f i n a n c i a l problems, family tensions, loss of social contact, and 
deteriorating psychological well-being; eventually, he suggested, people 
could resign themselves to a l i f e of no paid work. 
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The Manpower Services Commission J agreed with the general description of 
a l i n e a r progression, reaching a stage where:- "Money w i l l have run 
short and a c t i v i t i e s become curt a i l e d . Boredom and i n e r t i a set i n and 
the days become indistinguishable. Arguments and tensions within the house 
may increase. Often a t t h i s stage the in d i v i d u a l i s faced with the problem 
of whether to lower h i s or her sights - accepting lower pay, giving up a 
trade, or moving away from the area"!^ 
I t i s the elaboration and i l l u s t r a t i o n of the meaning of the l a s t sentence 
above that forms the main focus of t h i s chapter. There i s often a 
cumulative i n t e n s i f i c a t i o n of pressure as unemployment lengthens which i s 
always l i k e l y t o influence people's ideas of suitable employment. 
Increasingly a 'good job' i s l i k e l y to be seen as a Job better than l i f e 
on the Dole; some differences between jobs may become less s i g n i f i c a n t , 
and the d i v i s i o n between having a job and having no job becomes more salient. 
People are l i k e l y t o take jobs previously not considered. 
The broad e f f e c t , then, of lengthening unemployment i s , we would argue, to 
induce people to lower t h e i r standards; but (a) There may be a number of 
Note: Our emphasis 
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levels through which a person may drop before reaching a minimum possible; 
as time progresses certain requirements of suitable work - such as 'no 
shift-work', 'short t r a v e l l i n g distance', 'clean work', 'outside work', 
etc - may be dropped, (b) An individual's reaction to the pressures of 
unemployment may vary according to circumstances mentioned e a r l i e r , such 
as l e v e l of resources, in d i v i d u a l perceptions of market strength, 
household commitments, the relationship of other family members to paid 
work, and possibly the a v a i l a b i l i t y of informal 'Black Economy' work, 
(c) There may be certain levels which form strong barriers f o r people, 
and below which they may be p a r t i c u l a r l y reluctant tOj or unable t o , drop, 
but the nature or existence of these 'hard* levels may vary f o r d i f f e r e n t 
groups; f o r example, levels of state benefits w i l l vary, a f f e c t i n g 
people's ideas of a reserve wage; households would have d i f f e r e n t 
commitments to c h i l d care which may impose constraints on possible jobs; 
there may be variations i n the extent to which spouses can go out t o work 
to compensate f o r loss of income or allow the unemployed person to pursue 
non-financial work objectives such as job security; there may be 
variations i n people's health or strength; housing d i f f i c u l t i e s or family 
t i e s might prevent some people moving location. 
Through the rest of most of t h i s chapter we w i l l demonstrate the tendencies 
f o r people to 'trade down' and change t h e i r ideas of suitable work as 
unemployment progresses; we w i l l also highlight the significance of age as 
a variable i n the sorts of jobs people can get and as an influence on 
t h e i r readiness to 'lower t h e i r sights'. 
Examples of men from Tress Engineering and Vickers Scotswood w i l l be 
treated separately. Fifteen different cases, altogether between 1 i n 5 
and 1 i n 6 of the combined sample, are presented. These showed the most 
clear signs of 'trading down'. They tended to be older, long-tern 
unemployed, sore skilled sen. As for the rest of the samples, the picture 
was mixed. Some men showed signs that they were beginning to consider 
other types of work, or i f they had a Job when interviewed remembered that 
they had been under pressure to do so, but were less clear-cut examples than 
the ones we have chosen; some were simply poor at expressing themselves; 
other men, including skilled men, got jobs reasonably quickly and had not 
changed their minds; others, mainly labourers and unskilled, were long-tern 
unemployed but showed l i t t l e sign of re-orientating themselves - although 
greater sensitivity and subtlety i n our approach may have found changes even 
amongst some of these. 
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TRESS ENGINEERING 
Tress Engineering closed down i n June 1978. Newcastle City Council 
undertook a household survey of a l l Tress manual workers i n July 1979% 
j u s t over one year a f t e r the closure. The results of the survey were 
wr i t t e n up i n a report e n t i t l e d "The Tress Redundancy! A Year After 
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The Closure" . The writer of t h i s thesis was engaged upon that survey 
as an interviewer with specific r e s p o n s i b i l i t y to interview long term 
unemployed men and f i n d out how they and t h e i r families had "been 
affected by a continuous period out of work of over 12 months. Some of 
these men were re-interviewed as part of t h i s research project. 
The survey found that "about 30% of a l l the redundant workers had not had 
a job at a l l over a year a f t e r the closure", whilst nealy 50% were 
unemployed f o r a t least 6 months. Of a l l respondents interviewed -
including both those back at work and those s t i l l unemployed - about 40%, 
a minority, said they had had f i n a n c i a l d i f f i c u l t i e s since leaving Tress. 
The report concluded, however, that f o r some, the long term unemployed, 
f i n a n c i a l d i f f i c u l t i e s had been greater, and were l i k e l y to worsen i f the 
period out of work continuedi-
" I t i s clear from the survey that at t h i s stage, one year a f t e r 
the closure, the presence of the lump sum redundancy payment had 
been s u f f i c i e n t to ensure that only a minority of Tress workers 
had faced s i g n i f i c a n t f i n a n c i a l hardship as a re s u l t of redundancy. 
I t i s also evident, however, that f o r those who were s t i l l not 
working, about one t h i r d of the sample, f i n a n c i a l d i f f i c u l t i e s w i l l 
become an increasingly important feature of t h e i r l i v e s .... Men 
who had been continuously unemployed since the closure would lose 
t h e i r entitlement to unemployment benefit and would be t o t a l l y 
dependent on short term Supplementary Benefit, usually lower than 
t h e i r income from Unemployment Benefit, from the beginning of 
September. Several respondents i n t h i s s i t u a t i o n i n f a c t mentioned 
t h e i r worries about t h e i r f i n a n c i a l s i t u a t i o n over the coming 
winter i n spite of the absence of f i n a n c i a l d i f f i c u l t i e s e a r l i e r . 
There i s a clear relationship between the experience of f i n a n c i a l 
d i f f i c u l t i e s - being forced to cut down on expenditure - and the 
length of time respondents were unemployedt 80% of those who had 
over 6 months unemployment said they had to cut down compared to 
35% of those with under 6 months unemployment". . 
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Nearly a h a l f of the respondents said that unemployment had affected them 
personally. Five features of long term unemployment were i d e n t i f i e d as 
p a r t i c u l a r l y l i k e l y to a f f e c t respondents. These f i v e features were: 
reluctant resignation to long term unemployment amongst older men} 
degradation, the f e e l i n g that others looked down on the unemployed; 
the loss of independence; feelings of apathy; and a growing loss of 
confidence i n the a b i l i t y to f i n d work or carry out a job. One i n f i v e 
respondents also said, that the redundancy had caused serious arguments 
within t h e i r immediate family, whilst many complained of the way a 
shortage of income forced them to cut down on social a c t i v i t i e s . 
The report came to the conclusion that the experience of prolonged 
unemployment, both i n respect of i t s impact on people's l i v e s and i n 
regard to a growing awareness of lack of opportunity i n the market, 
tended to induce men to 'lower t h e i r sights' and change t h e i r minds about 
'suitable' work:-
"The men came to the market with few i l l u s i o n s . Non-skilled men 
were dubious about t h e i r a b i l i t y to f i n d any kind of work whilst 
s k i l l e d men appeared to f e e l that although some work would be 
available to them they would have considerable d i f f i c u l t y f i n d i n g jobs 
i n t h e i r own f i e l d . The men's experience of the labour market c l e a r l y 
led many of them to revise even these expectations downwards. Such 
downward revision of expectations was p a r t i c u l a r l y important amongst 
Machine-Tool-Setter-Operators. 70$ of t h i s group said that looking 
f o r work had turned out to be worse or a l o t worse than they expected, 
two-thirds a c t u a l l y changed t h e i r minds about the kind of work they 
were looking f o r , and about h a l f of those who saw themselves as 
having a p a r t i c u l a r trade or industry revised t h e i r opinions about 
t h i s as we l l . Many of the other s k i l l e d men and the non-skilled men 
were also led to revise t h e i r views about the labour-market, but the 
former were least affected by these labour market pressures, under 
h a l f of them saying that looking f o r work was actually worse or a 
l o t worse than expected and around a t h i r d changing t h e i r minds 
about the type of jobs they were looking f o r " . 
"The survey data indicated quite clea r l y that the downward revision 
of expectations by the men and tendencies to look f o r al t e r n a t i v e 
kinds of employment were responses to the actual experience of longer 
term unemployment". 
For the tradesmen i t was found t h a t by the time of the survey - some 
13 months a f t e r the closure - only a h a l f had found a job i n t h e i r trade; 
the remainder had eit h e r taken a less s k i l l e d job, or were s t i l l 
unemployed - apparently holding out u n t i l a suitable job came up. One 
i n f i v e of those working when interviewed were cleady i n lower s k i l l 
l e v e l jobs such as labourer, caretaker, semi-skilled operative, etc. 
For the 'semi-skilled' Machine-Tool-Setter-Operators the tendency to 
'trade down' was even clearer. Only a t h i r d had managed to get a job 
i n t h e i r trade, and many even had experienced d i f f i c u l t y getting a job 
out of the trade. 
The unskilled men had low expectations r i g h t from the s t a r t and "many 
of the non-skilled men started out prepared to work f o r and accept 
v i r t u a l l y any job that came up". Of course the unskilled men were i n 
a labour market that was increasingly tightening as the Recession 
deepened and men above them dropped down and went a f t e r 'their* jobs. 
60% of a l l the men interviewed who were working said that t h e i r new 
jobs made less use of t h e i r t r a i n i n g , and Wi% said i t was less s k i l l e d . 
Amongst older respondents, i e those aged 50 and over, the chances of 
being employed when interviewed were less and the amount of unemployment 
experienced was greater than f o r younger men. 49$ of respondents over 
50 were unemployed when interviewed and had experienced over 6 months 
unemployment. 
New jobs were l i k e l y to involve more t r a v e l l i n g and more expense than did 
the Tress job, and 69$ expressed a positive preference f o r the jobs they 
had had at Tress. 
The Council Survey, then, provided some evidence that a t a time of low 
demand men, under the pressure of unemployment, were accepting worse jobs. 
Our interviews provide more evidence of t h i s process and i n the following 
pages we w i l l quote a t length to show what was involved. A l l of the men 
were interviewed e a r l i e r by the Council and some were quoted i n i t s 
report. Nearly a l l the Council quotations were actually recorded during 
interviews carried out by the w r i t e r of t h i s thesis, and where appropriate 
they may be repeated here. Where quotations are i n f a c t taken from the 
Council report they w i l l be i d e n t i f i e d as to t h e i r source. 
CASE 1 
Mr Chelsea was i n h i s mid-twenties and had served h i s time a t Tress as 
a Maintenance F i t t e r . Before the closure he had never worked anywhere 
else. He was single and l i v e d with h i s parents i n Vest Newcastle. 
Mr Chelsea was interviewed by the w r i t e r of t h i s thesis on behalf of 
the Council i n July 19791 j u s t over a year a f t e r the closure. He had 
had no paid work since being made redundant. Below, a quotation from 
the Council report i s repeated; i t shows the detrimental way i n which 
he was being affected, the distress he was fe e l i n g a t not being able t o 
get back i n t o his trade, and that he was beginning t o consider jobs out 
of the areat-
" I have a l o t of arguments with my parents; i t ' s always my f a u l t . 
I don't mean they always say i t ' s my f a u l t ; i t r e a l l y i s . Things 
b u i l d up during the day and when they come i n I j u s t l e t go, f o r 
hardly any reason a t a l l sometimes. I j u s t can't explain how I 
f e e l j i t ' s j u s t t e r r i b l e . I can't do anything. I get bored and 
I'm worried. 
Sometimes my mum and dad shout at me f o r not doing something I've 
had a l l day to do. And they're r i g h t . Some days I get up and 
i t ' s a l l go: I get things done; but some days I'm j u s t pissed o f f ; 
I don't f e e l l i k e doing anything. I j u s t s i t there, a l l day, 
thinking and worrying about what I'm going to do. 
I f someone I knew a year ago was to meet me i n a pub they'd notice 
the difference i n me. The Tress closure has had a big e f f e c t . 
Now I'm thinking of moving South; I don't want to but there's no 
work up here. I won't be able to come back i f * do move. 
Engineering's finished up here so there aren't going to be any 
jobs i n a few years' time. I l i k e the N o r t h East so i t ' l l be a 
bi g thing f o r me i f I do move. The trouble i s making the break. 
But what are the alternatives? I might t r y s e t t i n g up with a few 
friends on our own - a market s t a l l or something. Or I might t r y 
a course, mechanics or something. I don't want to forget my s k i l l 
though. 
I t ' s hard to explain how I f e e l . I f e e l a b i t angry but that i s n ' t i t . 
zoo* 
I*ve got pounds worth of too l s r u s t i n g and I'm not going t o use 
them I get depressed of course; you can't get over a thing 
l i k e t h i s . I used to sleep i n l a t e , very l a t e . Now I get up 
and look f o r work. But I'm deteriorating and i t ' s g e tting worse." 
As can be seen from the quotation above Mr Chelsea was affected by worry, 
feelings of apathy and boredom, and Bhort-temperedness - leading to 
f r i c t i o n with his parents. 
8 months l a t e r he was again unemployed when interviewed as part of t h i s 
thesis research. I n between he had i n f a c t had a job i n h i s trade as a 
Maintenance F i t t e r , but i t had lasted less than 2 weeks; he was made 
redundant again. He said that he would have l e f t anyway because i t was 
"badly paid" - a t £60 a week -, the t r a v e l l i n g distance was too f a r , and 
being a small place the supervision was too t i g h t . 
By the time of the interview f o r t h i s thesis, then, Mr Chelsea had been 
unemployed 21 months bar two weeks. At the time there was a steel s t r i k e 
i n progress but he said that although i n the past he would have supported 
them now he had no sympathy f o r them. He said that he had completely 
changed hi s viewsi "People who s t r i k e j u s t do themselves out of a job". 
To the question of whether he would consider j o i n i n g i n with other 
unemployed people to demonstrate or take c o l l e c t i v e action, Mr Chelsea 
said that unemployment had made him more i n d i v i d u a l i s t i c . He had no time 
f o r others and he was now j u s t concerned to look a f t e r h i m s e l f i -
R.C. "I've got no time f o r going on marches f o r the unemployed; a l l 
I want i s a job; they aren't going to f i n d i t f o r me. I ju s t 
want to look f o r a job i n the paper or go to the Dole. I don't 
want to get involved i n that sort of thing - going on these 
marches; I could do; I could go on a march but i t wouldn't do me 
any good. I'm j u s t out f o r myself, me, now; I'm out f o r myself -
nobody else; because nobody gives a hoot f o r you, outside the 
family. I'm going to get myself a job and b a l l s to the rest of 
them.* That's the way I f e e l about i t now. I t ' s dog eat dog i n 
t h i s world. You think I'm going hard do you? I j u s t think now 
that you've got to get yourself a job; nobody's going to get you 
one; and i f you don't nobody cares". 
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I n some ways Mr Chelsea actu a l l y seemed less "badly affected than at the 
time of the Council survey 8 months e a r l i e r i -
R.C. "Boredom-wise I'm ge t t i n g out a l o t more than 1 was - looking 
f o r work, you know; I'm getting t o do a l o t more so I'm not so 
bored. I mean I was t e l l i n g you months ago that I would jus t 
get up a t maybe 1 o'clock j u s t to get the day over; that's 
no longer; 1 get up now a t h a l f past seven, go down to the 
Dole, have a look around, and maybe have a look at a few 
factories to see i f there's owt going - j u s t to get out of the 
house to get some fresh a i r and see what's going on i n the 
world. I don't get as bored as much as I used t o " . 
F.P. "So i t ' s a l i t t l e b i t better that way?" 
R.C. ' "Aye. You see I'm doing something about i t rather than jus t 
s i t t i n g i n the house blaming the wall. The family has always 
been good to us - money-wise. My money-position has changed, 
l i k e ; I'm on less now being on Social Security; i t ' s about £3 
a week less than what 1 was g e t t i n g on the Dole. The only 
thing that has changed i s that I'm looking f o r work more - more 
interested you know, getting over my depressed bouts - j u s t 
g etting up and getting out looking f o r work. You think about 
new things". 
For the purpose of the argument of t h i s chapter the l a s t sentence 
above i s p a r t i c u l a r l y relevant. When Mr Chelsea was made redundant from 
Tress he had not long completed serving his apprenticeship and the idea 
of moving out of his trade was p a r t i c u l a r l y abhorrent to him, and even 
when interviewed f o r the Council he was s t i l l i n t e n t largely on getting 
a job i n his trade - a l b e i t possibly away from the North East; but by 
the time of the thesis interview he seemed much less resistant to 'doing 
new things'. As he s a i d i -
R.C. " I bet i f you were to look at a l l the interviews I have doieyou 
would notice a b i g change i n my a t t i t u d e s . At the beginning I was 
a l l Maintenance F i t t e r . 
I would never have thought of going to college s i x months ago. 
ZQZ 
A l l I thought was that you go on to a r e t r a i n i n g scheme f o r 
learning a d i f f e r e n t trade and I'd j u s t come to my time. I 
didn't see why I should have t o change i t . That was my 
opinion? I'm probably d i f f e r e n t now - but at the time". 
F.P. "You think now you might even think of changing your trade?" 
R.C. " I t depends. I f the opportunities were there; i f I knew f o r 
a f a c t that there were a l o t of vacancies going f o r bricklayers 
or whatever and I thought that 6 months a t a Training College 
would get me i n t o a job where the money was canny, I would think 
about i t now, but at one time I wouldn't have done at a l l . " 
Mr Chelsea had already started applying f o r labouring jobs, although he 
was s t i l l exercising some discretion - i n p a r t i c u l a r i n regard to pay. 
Labouring jobs which he considered to be o f f e r i n g unreasonable pay he 
did not bother with. He said that f o r jobs out of his trade he mostly 
applied to large firms where the money was better and there was a chance 
to get on. Three labouring jobs he cite d as ones he had applied f o r a l l 
involved conditions warranting higher pay. These were a job on the 
Kielder dam building project, a job working on the North Sea O i l Rigs, 
and a job i n a l o c a l factory working i r r e g u l a r s h i f t s . 
Not only did Mr Chelsea seem more prepared to lower his sights to a 
non-skilled job, he said that he was more ac t i v e l y t r y i n g to get a job 
away, even though with a l l h i s friends and r e l a t i v e s l i v i n g l o c a l l y he 
would be losing a l o t . 
R.C. "When you f i r s t came months and months ago I was very b i t t e r 
wasn't I . I thought I would get i n the trade no bother; but 
now you've got no choice; you've got to look at other things. 
I said t o you t h a t I was looking f o r work away, and I was, but 
I didn't have the same motivation to look f o r i t as I have now; 
I want to be away now; I want to move away now". 
F.P. "What has happened? What has changed?" 
R.C. " I t ' s j u s t g e t t i n g worse; i t ' s getting no better - the job 
si t u a t i o n . The area's j u s t g e t t i n g worse; and I j u s t resent 
the fact that I'm going to have to work away. I resent the 
f a c t that I'm having to move away to get a job; but I'm not so 
bothered now. I'm more-or-less looking forward t o i t now. 
I've been on the Dole t h a t long that j u s t to get a job again". 
Part of the pressure to move away came from a f e e l i n g of g u i l t that he was 
a burden to his parents, even though he knew they did not want him to leavei 
R.C. "I've got no choice (but to go away) have I . I cannot j u s t 
stop on the Dole a l l the time with my mother and father 
earning my bread". 
He was also g e t t i n g f e d up not having any money f o r h i m s e l f i -
R.G. "My parents don't want t o see us short; but I used to go out 
3 or b times a week a l l the time; but I can't now. °nce a 
week I go out on a Friday with the lads". 
Moving away offered the prospect o f getting a reasonably paid job i n his 
trade. He would have very much preferred to get a lo c a l reasonably paying 
job but he had been unable to get one. He had only had a very b r i e f bad 
job and the only jobs that seemed to be going f o r those who did not have 
the r i g h t contacts were low paid. These jobs M r Chelsea had apparently 
up to now resisted: 
R.C. "Every job I've w r i t t e n away f o r these l a s t couple of months has 
been working away. There's never been one i n the Dole that's 
been worth applying f o r . On Thursday i n the Dole there were about 
h a l f a dozen jobs on the maintenance side - 4 wanted men over 25, 
and i n the case of the other two the money was j u s t rubbish". 
Mr Chelsea s t i l l apparently evaluated the money worth of a job according 
to some notion of 'reasonableness* - rather than, say, a s t r a i g h t 
comparison with Dole money. Whether or not the pay was deemed reasonable 
seemed to be determined p a r t l y by some notion of a l i v i n g wage and p a r t l y 
according to a notion of what certain types of work ought to pay. He 
mentioned two factories i n which he would not want to work because of the 
unhealthy nature of the products, but where he would work i f the pay was 
better than averagej-
R.C. "There's two factories i n t h i s area working with dangerous chemicals 
or dangerous productsj- 'The Graphite* (Anglo Great Lakes 
Corporation), working with graphite, and •Porters*, over the 
water a t Newburn, making ^asbestos break-parts". 
He would take a job a t Sorters - " I would take i t because the money's 
there, and the r i s k s are minimum - with v e n t i l a t i o n systems; i f the 
money was there I would do i t ; but I wouldn't work with graphite because 
the lcney's not there. There are jobs that come up a t 'the Graphite' 
every now and then; i t ' s j u s t ordinary money butyoure working with 
graphite black a l l the time". 
Another f i r m with a bad reputation was 'The De l t a * r o l l i n g m i l l . Again a 
job came i n the Job Centre but i t was not paying enough to i n t e r e s t 
Mr Chelseaj-
H.C. "There was a job came i n - hot, heavy work - but i t was only 
£&8-£50 a week, you know". 
F.P. "What i f the money was there though?" 
R.C. "Well i f you got the money f o r the job I'd do i t ; but I'm not 
going to knacker myself f o r that kind of money". 
I f Mr Chelsea had already moved towards a c t i v e l y t r y i n g to get jobs away, 
and jobs out of his trade a t home, there was an indi c a t i o n that he was 
thinking of lowering h i s standards f u r t h e r by dropping the minimum wage 
he would consider. I t seemed he was beginning to evaluate a job's money 
worth not i n terms of 'reasonableness* as mentioned e a r l i e r but i n terms 
of ' s u f f i c i e n t to get by on' u n t i l a better job came up. 
F.P. "Would you even think of giving up your trade i f the money was 
good enough?" 
R.C. "I've t r i e d . I*ve t r i e d t o give up my trade, yes. Why, even 
i f i t was j u s t enough to l i v e on u n t i l I t r i e d to f i n d something 
else. The jobs now on the Dole f o r labouring jobs are 
ridi c u l o u s . The money now i s £50 ....£55. Maybe I could l i v e 
on that f o r a while u n t i l I could f i n d something else". 
At the time of the follow-up 16 months l a t e r i n June I98I Mr Chelsea was 
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coming to the end of a t r a i n i n g course. Two months l a t e r he had taken 
a job as a labourer. B i i s was the f i r s t labourer's job he had taken 
since he was made redundant from Tress three years e a r l i e r . His mother, 
who passed on the information, said, with obvious regret, that he had 
moved out of h i s trade but a t least " i t was a job". 
CASE 2 
Mr Lumbley was a time-served f i t t e r i n h i s mid to la t e 40's. He was 
married with children. His wife worked part-time and one of his 
children was old enough to work but a t the time of the interview f o r 
t h i s thesis he had been unemployed two years. Mr Lumbley was at Tress 
15 years a f t e r having worked i n several other engineering establishments 
including Vickers Elswick. H e described Tress as one of the best places 
he had worked a t , and he was p a r t i c u l a r l y appreciative of the r e l a t i v e l y 
high pay and the strong union. H e w e n t to Tress from working on 
maintenance at Blyth Power Stationbecause although the pay a t the power 
station was very good the work was i n t e r m i t t e n t , ^e had never heard of 
Tress Engineering u n t i l a f r i e n d t o l d him about i t i n a pub. He thought 
i t was very u n l i k e l y that many men who had l e f t Tress would be able to get 
a job as wel l paid. 
When Mr Lumbley f i r s t l e f t Tress he "had a b i t of a holiday". When he 
started looking f o r work he went a f t e r jobs i n his trade a t places such 
as, he said, Parsons, Vickers, and Scottish and Newcastle Breweries, but 
without luck. He turned down a f i t t e r ' s job i n London th a t he was offered 
immediately Tress closed a s neither he nor his family wanted to move. He 
found ge t t i n g a job much more d i f f i c u l t than he expected. The experience 
of long term unemployment affected him badly. 
When he was interviewed by the w r i t e r of t h i s thesis f o r the Council survey 
he had been unemployed 13 months. The following extract, reproduced from 
the Council report, shows the sort of pressure he was under and that he was 
by then prepared to take a job out of h i s trade1-
S.L. "I'm much more bad tempered than I used to be; I jump on things 
much quicker now. I've changed a l o t i n myself. I t h i n k not 
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having any money i s the b i g thing. How can I t e l l you how I feel? 
I f I was to go i n t o town with money i n my pocket I can look i n t o 
shop windows and I knew that I can buy something i f I want t o ; I 
might not want anything, andJ might end up buying nothing, but 
that i s n ' t the point. The point i s the fee l i n g you've got when 
you've got the money to buy something. You see, there's some 
point i n looking i n shop windows i f you've got money to spend, 
but i f you haven't got any money i t ' s pointless. I t ' s the same 
with betting. I l i k e to have a bet on the horses sometimes. I 
don't always have a bet but I l i k e to have a bet i f I want t o . 
Now I can bet the odd s h i l l i n g , but there's no point to i t . You 
lose your independence. That's what I'm t r y i n g to say. I f I had 
a few bob i n my pocket I could go out and about and do things. 
You might not want t o , but the thin g would be that you would know 
that you could do i f you wanted t o . You become frustrated. There's 
things you want to do but you can't. I t gets hold of you. Every-
thing becomes pointless from when you get up i n the morning to when 
you go to bed. There's things around the house that you know you 
should be doing but you can't get up the e f f o r t to do them - even 
when you're not t i r e d " . 
"Apart from the f r u s t r a t i o n and the boredom there's the worry. 
There's the heating and other b i l l s , the future, the uncertainty, 
the wondering - things always on your mind. You can't stop thinking 
about them. The worry i s always there - day and night; I can't 
sleep a t night f o r worry". 
"You ask me whether i t ' s being without money or the boredom that 
makes me want to work again? I t ' s both". 
" I t doesn't matter whether i t ' s dayshift, n i g h t - s h i f t , dirty-work, 
inside work, outside work or anything. I was looking a t a bloke 
cleaning out the lavatories i n the pub. I used to think "Who'd do 
a job l i k e that?" But I was looking at him and I thought a t least 
he's got a job. I'd t r y sweeping the roads now i f I could get some 
money. Even i f i t was only f o r t y odd pound a week - £1 an hour -
I'd do i t - as long as i t ' s more than what we're getting now. I f 
I had more money unemployment wouldn't be so bad; you could always 
f i n d something to do". 
13 months l a t e r Mr Lumbley was re-interviewed f o r t h i s thesis. By then 
he had a job hut s t i l l remembered the pressure he had been under t o take 
a job out of the trade 
S.L. "Through my own experience, once you're out of work f o r a few 
months even you begin to get desperate; with being used to working 
a l l the time; and i f you get knocked back f o r a few jobs, or you 
cannot get i n f o r some reason, you end up taking any job 
There's a thousand ways i t affected me being out of work. You 
know, I used to be arguing with the wife - probably through worry, 
more than owt else about money, whether you're ever going to get 
a job; messing around i n the house with nowt to do. You know 1 
was ge t t i n g very nervous as w e l l ; I mean I could t e l l by the way I 
was jumping a t people when I was t a l k i n g to them - couldn't be 
bothered l i s t e n i n g to anybody, always complaining about something. 
I put i t down to j u s t having nowt to do; and the majority of times 
that you t a l k t o people that have been out of work f o r a while 
they're i n the same s i t u a t i o n . I t j u s t gets on top of you being 
around the house a l l the time and nowhere to go, and no money to 
do i t with anyway". 
F.P. "Did you f i n d whether i t got any worse as you were out of work 
longer?" 
S.L. "Oh yes". 
F.P. " I t got worse?" 
S.L. " I think i t gets worse obviously; I mean you end up with a 
situ a t i o n where you cannot go out on a weekend even; I mean 
I had a s i t u a t i o n where my s i s t e r and her man used to come over 
here on a weekend and take us out f o r a p i n t ; well I used to go 
because I was that fed up with s i t t i n g i n ..... but a t the back 
of your mind you say t o yourself 'coming over here and taking 
me out." and a l l t h i s type of t h i n g , because I hadn't got the 
cash myself; you know, you lose confidence that way; I mean 
you've sort of l o s t your independence; and I had the wife working 
and I wasn't working; she would bring the wage i n and I'm going 
down the Dole f o r £16 a week". 
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I n response t o the question of whether there were any jobs he would not 
have taken Mr Lumbley r e p l i e d i -
S.L. "Well I would never have gone down the p i t s or worked at the 
Delta ( r o l l i n g m i l l ) or the l i k e s of that; but most jobs I 
would have done". 
F.P. "What about the Graphite (Anglo Great Lakes) place?". 
S.L. " I don't think i t w i l l s u i t me a t a l l .... You know, they 
t a l k about the Delta but I think they're probably worse 
down there". 
Mr Lumbley's response, given when he was back at work, suggests strong 
preferences against certain types of work, but would the same objections 
have been s u f f i c i e n t to stop him taking such jobs when he was unemployed? 
I n t h i s next extract Mr Lumbley speaks with feeling about how he would not 
want to do shift-work, but then follows i t up by saying that i f he was 
unemployed he could take such jobs:-
S.L. " I don't l i k e shift-work .... I don't think anybody should work 
n i g h t - s h i f t to be honest; i t ' s not a natural s h i f t at a l l . You're 
better being on 'constant' - but not 'week and week about'. 
F.P. "Do you think that's the worst system?" 
S.L. " 'Week and week about?' Oh aye. I t plays havoc with your sleep, 
eating, and you name i t ; and you j u s t cannot do anything about i t ... 
With n i g h t - s h i f t the majority of people cannot sleep, and you're 
s i t t i n g there f o r hours looking at the clock, waiting to s t a r t work. 
No, i n my opinion there should be no n i g h t - s h i f t at a l l . I've 
never done i t f o r a long time .... (but) .... we used to have rows 
with the wife, and I'd get bad tempered with not getting my sleep. 
And i n the summer i t was twice as bad t r y i n g to get to sleep when 
i t ' s warm and l i g h t outside". 
F.P. "Would i t have stopped you taking a job?" 
SL. " I f I thought that there was l e t ' s say a decent enough job that 
came up, and I was on the Dole, and i t was shift-work, I would 
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probably have taken i t ; because I mean i t gets desperate; i t ' s 
as simple as that. You see I'd never been on the Dole before 
and j u s t s i t t i n g around i n here was d r i v i n g me barmy. I mean, 
there's nowt to go to bed f o r ; there's nowt to get up f o r ; 
there's no work to be got. I mean * was getting up i n the 
mornings and s i t t i n g i n here and my wife went t o work - as I 
said she worked part-time; you're j u s t s i t t i n g around the house; 
I mean that's i t . ' I t r e a l l y gets you down. You've got to have 
something to do. I used t o t h i n k they were daft before but I can 
understand why some people go out t o work when they can probably 
make more money s i t t i n g i n the house - i f they've got a few kids 
you know; but they'd rather be working; a t least i t ' s something 
to do; i t keeps them active and I think that's the thing. I think 
you've got to do something; you cannot j u s t s i t around a l l the 
bloody time because you know my nerves ware getting the better of 
me s i t t i n g about". 
Not long a f t e r the Council interview Mr Lumbley took a job as a gardener-
cum-handyman, a job he s t i l l had when interviewed f o r t h i s thesis. 
w r s Lumbley's view of her husband's job was that " i t wasn't a re a l job; 
i t ' s cheap labour. This i s Thatcher's policy". Mr Lumbley agreed with 
his wife's sentiment and said that hethought that the government was 
t r y i n g to force the Working Glass i n t o taking low paid jobs. Mr Lumbley 
i s not a t a l l happy with the job; i t ' s badly paid and he does not l i k e 
the work, but " I t ' s a job". 
S.L. "As I say i t ' s a job. I mean I was getting £16 odd on the Dole. 
I j u s t couldn't l i v e on that a t a l l . " 
P r i o r t o getting the job M r Lumbley was under f i n a n c i a l pressure. Once he 
had gone onto Supplementary Benefit his wife's part-time x*ages were taken 
i n t o account when working out his entitlement. Before getting his job he 
had been discussing with h i s wife the sale of his car t -
S.L. " I t was over a year before I got t h i s job and j u s t beforehand I 
was t a l k i n g to the wife (about getting r i d of the car) ... because 
you know when i t comes t o your tax and that i t j u s t couldn't be 
done; i t was as simple as tha t . I t was ridiculous anyway; I was 
on the Dole .... I had been on the Dole that long and I had a bloody 
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car standing outside Christ; I thought i t was j u s t a 
matter o f walking into a job you know, especially f o r a tradesman; 
but i t didn't work out that way a t a l l . As I say i t was ju s t a 
matter of weeks and that (car) would have been away". 
Mr Lumbley said he would be interested i n another better paid job, but to 
move the new job would also have to be securei-
S.L. "You see the way I am now you know i t ' s a safe job; i t ' s only 
r a r e l y anybody gets the sack on t h i s type of job, but i f I did 
take another job on with more money I would want to know how 
long i t was going to l a s t ; but with one of these jobs where i t 
could go up and down I probably wouldn't take i t ; you know I 
think you've got to look f o r security - nowadays you have anyway. 
I mean even a factory job now I would probably take i f the money 
was there, but behind i t I would be saying 'Well there's 
that many factories closing down'; you know you could be there 
two or three months and the place could be shut". 
Mr Lumbley s t i l l had the same job at the time of the follow-up 10 months 
l a t e r . His views about the job had not changed: " I t ' s a job. The 
money's no good". 
CASE 3 
Mr Simon was 33» married with two young children. At Tress he was a 'semi-
s k i l l e d ' Capstan-Setter-Operator who had trained up from a labourer. when 
interviewed f o r t h i s thesis he had been continuously unemployed 2k months. 
When the opportunity to go to Tress arose Mr Simon took i t because he saw 
as a chance to move up away from labouring work. He did not go there 
i n i t i a l l y f o r the money. 
R.S. " I had been at Tress 8 years a l l i n ; before that I worked j u s t 
general . labouring. The l a s t place where I worked before then 
was i n the Scottish and Newcastle Breweries". 
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F.P. "What made you go to the Tress then? Did you hear about the money?" 
R.S. "Well i t wasn't a l l that good money when I f i r s t started there; i t 
was more of an opportunity; and there's the machine work behind us; 
you know i t ' s classed as a s k i l l ; I know i t ' s only semi-skilled 
but the Union classes i t as s k i l l e d ; and i t was the best thing since 
sliced bread that happened to me, that at Tress". 
Once he had risen up the Tress semi-skilled hierarchy, and experienced what 
he believed t o be a better way of l i f e , he apparently developed a 
preference f o r engineering machine work, a preference that s t i l l remained 
a f t e r Tress closed:-
R.5. "Really deep down I do want to s t i l l stay i n engineering". 
F.P. "Why do you prefer engineering?" 
R.S. "Because I've had a taste of i t - once I had a s t a r t at the Tress -
and I l i k e i t ; I mean, before then I was only a general labourer 
and on build i n g s i t e s , and the way you get mucked about on general 
labouring you've got no idea what i t ' s l i k e ; one day you're carrying 
the hod, the next day you're on making concrete; then you're 
digging ditches. You f e e l l i k e you're contributing something when 
you're doing what I was doing l i k e . " 
F.P. "So you would have been happy to stay there had i t not closed?" 
R.S. "Oh yes i t would have taken a bomb to blast us out of that place i f 
i t hadn't closed". 
Mr Simon's l i k i n g f o r Tress appears to have been based p a r t l y on the fa c t 
that he had rise n out of and away from labouring work, and p a r t l y on the 
fact that he believed that even at the same engineering l e v e l other firms 
i n the area did not pay as w e l l t -
R.S. "Loyalty t o the Company to me doesn't come int o the reckoning; 
I've got to go where the money i s I l i k e d the lads I worked 
with at Tress; I got on with them smashing; but I mean I j u s t 
wouldn't stay there because I get on a l r i g h t with them you know." 
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F.P. "But you didn't reckon anything better would come up anyway?" 
R.S. "Not round here; not i n engineering; because i t was the highest 
paid engineering f i r m i n the North East; but i f something l i k e 
t h a t did happen - l e t us say 'Porters' were paying £130 or £1*K) 
whereas Tress was paying £100, and they wanted men, I would go 
and see about the job a t 'Porters'; I think 9 out of 10 would 
at Tress". 
When Mr Simon l e f t Tress there i s no doubt that he wanted a job at the 
'trade* he had l e a r n t there, and two years l a t e r when interviewed he 
s t i l l i d e a l l y wanted such a job but by then he was prepared to take 
much less. 
As i n the cases of other men a major e f f e c t of prolonged unenployment 
on Mr Simon was a shortage of money and subsequent curtailment of 
normal a c t i v i t i e s , with an i n a b i l i t y to look further ahead than the 
next day:-
R.S. "You cannot (plan ahead) - not when you're how thei«.y we are; 
i t ' s j u s t a day to day existence...1 wish I could turn around i n 
the bed and say 'We're going away f o r a nice holiday t h i s year', 
but I cannot. That's what gets me down the worst, the bairns 
asking us whether we're going on a holiday. Most of the people 
along here are working; they take t h e i r kids away on holiday; 
that's what gets me down the worst". 
Boredom and apathy were also, as usual, experienced:-
F.P. "Do you get,as bored as you used to?" 
U.S. "Oh aye.' I mean, t h i s i s some sort of l i f e i s n ' t i t , s i t t i n g i n 
the house a l l day long. I cannot be bothered to get up i n the 
mornings; I s i t and watch the l a s t thing on t e l e v i s i o n at night. 
Also there was the fe e l i n g of degradationt-
R.S. "Oh i t bothers us (being thought of as a Scrounger). I want to 
work. Aye. I mean I've been out of work two years now; I've been 
wanting work f o r two years. I don't l i k e anybody saying I'm a 
scrounger. I don't l i k e the idea of being on the Dole; I hate i t . 
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I think there's nowt more degrading than being on the Dole". 
Mr Simon said he started lookingfer a job immediately he l e f t Tress. His 
idea was to get work quickly and save h i s redundancy money. But i t did not 
work out that way. He was unable to get a job either at his trade or 
anything else, even though i t seems he considerably lowered his standards«-
F.P. "How would you decide whether a job was worth taking?" 
R.S. "Well a reasonable wage would have to be £60 As f o r deciding 
about the job, i f the money was there I wouldn't 'decide'; I would 
take i t - as long as the money was there. I would never say "Well 
that's a degrading job"; i f the money was there I would take i t . " 
F.P. "Are there jobs that you'd go f o r now that you woldn't go f o r a 
year ago?" 
R.S. "Yes. That's what I'm saying. Before I went to the Tress I would 
never dream of emptying bins, I mean I didn't thin!< men were beneath 
me because they were emptying bins; i t ' s j u s t a thins I would never 
consider doing. But i f I had the chance of going on with them I'd 
take i t " . 
R.S. " I would do owt as long as the money was there; I don't care what 
the job i s ; I never think about t h a t ; I don't think 'Well I may 
go and clean drains or sweep the roads'; I would do i t . " 
R.S. " I f I got a job I would s t i l l prefer to be i n engineering, but i f 
I had a job that paid decent money I would take i t . . . I mean i f I 
detested that job I would probably s t i c k i t u n t i l I found something 
more suitable". 
R.S. "Shiftwork; I wouldn't do six u n t i l two, two u n t i l ten, and that; 
I don't l i k e t h a t s h i f t . I'm saying I don't l i k e i t but i f I had 
to do i t I would do i t . I don't l i k e doing that sort of shift-work -
day-shift, n i g h t - s h i f t " . 
F.P. "But i f the money was there?" 
R.S. " I f the money was there I would do i t . That's what I went to the 
Ever Ready f o r ; I was prepared t o do 6 u n t i l 2 because I mean i t ' s 
2lk, 
only j u s t up the road; i t ' s a matter of being handy; I was 
prepared to do that sort of work (as a machine-operator or 
l i n e packer) .... I don't care what the work was; as long as 
they were paying decent wages I would do i t - emptying bins, 
sweeping roads; i t doesn't matter t o me now". 
Mr Simon ranted a job i n engineering but i t i s clear that he was under 
f i n a n c i a l pressure to do other kinds of work, .... including shift-work 
which he did not l i k e , as long as the pay "was decent" - which apparently 
meant a l i t t l e more than the current household income. He was at the time 
of interview even considering working away and sending money home, and 
also doing his 'l a s t resort' job of working down a p i t : -
R.S. "I'm looking outside engineering now because i t ' s a waste of time 
looking i n engineering i n t h i s area". 
R.3. "The father-in-law i s having a word f o r us at the p i t . That's one 
job I vowed I'd never take; I always said when I was working f u l l 
time and anybody offered me a job down a p i t , i f i t was the l a s t 
job on Earth I wouldn't take i t " . 
F.P. "3ut you're even considering that now?" 
R.S. "Yes". 
F.P. " I s there nothing you can think of t h a t you wouldn't consider? 
Some people have mentioned the Graphite (Anglo Great Lakes Corporation)". 
R.S. "Well I've applied there four times". 
F.P. "Were you applying f o r •anything'?" 
R.S. "At f i r s t I applied f o r Capstans, and then the other three times I 
jus t put down 'Anything' ". 
Not only can the pressure of unemployment induce people to take jobs previously 
not considered i n the formal economy, but also i n the informal economy. 
R.S. " I would take a job labouring i f the money was there ... I can sweep 
the roads i f the money was there, because of the way I'm on now". 
p.p. " I suppose a l l your redundancy money must have gone by now has i t ? " 
R.S. "Oh yes, a long time ago; I've got to go on the f i d d l e - every b i t 
of work I can get - when I can get i t ; I don't l i k e doing i t ; I've 
got t o " . 
F.P. " I s that a b i t worrying f o r you?" 
R.S. "Aye i t i s , i n case I get caught - because i t ' s a gaol sentence, 
f i r s t offence now; but I've got to make ends meet; I mean i t ' s 
£15.^0 rent f o r these and then there's £5 a week on top of that 
f o r heating, man", 
R.S. "I'm looking a f t e r myself and my family the best way I think I can 
and as I say I've got to go out and do a b i t on the sly". 
F.P. "Are you able to make enough money on the odd f i d d l e job?" 
R.S. "No; why, no. I don't make much from i t . I'm grateful f o r the few 
pounds l i k e . At t h i s time of the year you put i t away to cover 
the e l e c t r i c b i l l when i t comes i n .... I do a b i t of drainwork now 
and again, but the l a s t couple of weeks we've been putting the 
chimney pots on you know ... I t ' s always at the back of your mind 
that you're going t o get caught, but i t ' s an understanding we're 
prepared to take; I've got to take i t anyway". 
I f long term unemployment can induce people to change t h e i r ideas about work 
i n the formal and informal (Black) economies, i t can also increase 
pressures f o r change i n the organisation of the household economy. I n 
par t i c u l a r , the question can arise as to whether i t makes economic sense 
f o r the household f o r man and wife to change roles, with the wife going out 
to work f u l l time and the man looking a f t e r the house and possibly children. 
Whether or not such a switch takes place, or simply any increase i n 
pa r t i c i p a t i o n i n the paid economy by the wife, may be determined i n large 
part by the wife's a b i l i t y to earn s u f f i c i e n t to offset any loss i n State 
benefits. But women may want to go out to work f o r other reasons, to gain 
independence or f o r in t e r e s t sake, so whether i t makes 'economic sense' 
may not be the only consideration. I n the case of Mr Simon there was a 
resistance on his part to an actual reversal i n work-roles regardless of 
the benefits or costs i n money terms. The p o s s i b i l i t y of a change was 
being considered. 
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F.P. "Have you noticed i t getting worse over the l a s t two years?" 
R.S. "Well I'd say worse and worse; I mean 1 get nowt; I don't get a 
halfpenny; I give i t a l l to my wife; I get £^5.1?P o f f Social 
Security, and i t ' s £15.*K) f o r here; that leaves us with £30, and 
I've got two kids - a man, a wife and two kids l i v i n g on under 
£30 a week.' I t ' s an i n s u l t . When 1 think back to when 1 worked 
at the Tress I spent nearly as much as that on beer at the 
weekend; we were always going out". 
F.P. "Has your wife thought of going out to do any work?" 
R.S. "She does work. She works part-time a t night." 
F.P. " I s i t worth i t ? " 
R.S. "No. She's allowed to make £11.45 before i t affects the Social 
Security. But i n f a c t what she was thinking of doing was to take 
a f u l l time job, because women around here can now get a f u l l time 
job easier than what a man calk I mean she used to work i n an o f f i c e 
when she was a t work before we had the bairns; she could go and get 
a job probably no bother tomorrow. But what I want to f i n d out i s 
how i t w i l l a f f e c t my Social Security allowance i f she gets a f u l l 
time job .... (But anyway) I don't l i k e the idea of her having to 
work f u l l time". 
F.P. "Why?" 
R.S. "Because I'm supposed to be the breadwinner of the house; I want 
to go to work f u l l time; I mean I don't want to stay and me have to 
reverse roles with my wife, and doing the housework and doing the 
cooking; I'm not cut out f o r that". 
12 months l a t e r , at the time of the follow-up interview, Mr Simon was s t i l l 
unemployed and, he said, the Social Security people and the Unemployment 
Review Officer were harrassing him. But the problem of f i n d i n g work th a t 
paid a worthwhile wage remained. He received £6l.a week on State benefits 
so he thought he needed a job paying about £85 gross. He thought he could 
get a job paying £60 straight away but i t would not be worth i t ; such jobs, 
he thought, were f o r single men. 
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CASE 4 
Mr Williams was 59 years ol d , married with an i n v a l i d grown up daughter 
and a wife who did no paid work. At Tress he was a time-served Setter. 
He was there over 20 years i n two spells. 
Mr Williams broke his service at Tress because he was jealous of the 
f a c t that newcomers to the f i r m were get t i n g promoted over his head. 
However the fi r m he went t o , Churchills, i n Blaydon, proved to be 
unacceptable because of the t r a v e l l i n g distance involved, so Mr Williams 
chose to go back to Tress. 
Because of d i f f i c u l t i e s involved with looking a f t e r his i l l daughter 
Mr Williams was unable to look f o r work f o r 6 months a f t e r Tress closed 
down. The prolonged unemployment of some 18 months, before he got h i s 
current job i n his trade, had a bad effec t on him:-
"Can you remember how i t was a f f e c t i n g you towards the end of 
about 18 months?" 
" I was getting very, very depressed; r e a l l y very depressed". 
"Up a l l night". 
"Aye". 
" S i t t i n g up .... Edgy". 
"Bored, bored, you know". 
" I could see i t creeping i n ; but he never ... you never l o s t your 
pride". 
"Oh no". 
"Or anything; he s t i l l dressed himself i n the mornings and t h a t , but 
I was s t a r t i n g to worry f o r his health; I was s t a r t i n g to worry a 











The psychological pressures may have been greater than the s t r a i g h t -
forward economic one, although the Williams were finding i t impossible 
to l i v e on Supplementary Benefit alone and t h e i r savings were c e r t a i n l y 
going down:-
F.P. "Were you getting i n t o any money troubles before you got t h i s job? 
Wife "We weren't i n any money troubles". 
B.W. "Oh no, no ... (but) ... my savings were getting down a b i t " , 
tfife "They were well down then". 
The experience of unemployment clearly seemed to lead Mr Williams to 
seriously consider leaving his trade 
R.W. "I've been i n the trade nearly a l l my working l i f e ; I've never goo 
into anything else. There's two lads that I know who worked at 
Tress - one at the top here and one down here -; one's called 
Mercer; the other one's called Black; and one was an Inspector 
at Tress and the other a foreman; and they've taken jobs i n the 
brick industry at Throckley, j u s t labouring; they couldn't get 
jobs at t h e i r trade you see - i t must have been disillusionment 
as well I suppose; they've both taken jobs at the Throckley 
Brick Company a t Throckley there; they're both labouring - j u s t 
taking bricks o f f the machines". 
F.P. "What kind of experience did. you have before you got t h i s job?" 
R.W. "The age was against us you know". 
F.P. "Did you ever think of leaving engineering?" 
R.W. "Aye, d e f i n i t e l y ; I was i n the process of any job would have 
suited me l i k e , you know; but I thought I was a b i t too good 
to be a labourer; that was my opinion; why should a man that's 
worked i n a trade f o r 38 years have to come down to labouring, 
you know?" 
2*9. 
F.P. "Did you ever actually consider giving up your trade?" 
R.W. "Aye; oh yes, aye; i n f a c t I was i n the process of any job 
being better than on the Dole, because I think the Dole i s 
soul-destroying". 
Wife "You f e e l degraded don't you?" 
F.P. "Did you actua l l y t r y f o r jobs outside engineering?" 
Wife "Every Ready he t r i e d umpteen times". 
R.W. "kye'i I t r i e d there; aye. I was sick of going down there -
you know j u s t to do labouring down there". 
F.P. " I f I was to say something l i k e 'the buses' or 'the post', i s 
that something that you would have considered?" 
R.W. "Aye; aye d e f i n i t e l y ; anything. Any job; I would have done 
any job". 
Wife "You were even going to phone a warehouse or anything weren't you". 
R.W. "Aye". 
Wife "Rather than be on the Dole". 
R.W. "Aye, aye; d e f i n i t e l y " . 
Immediately p r i o r to getting h i s current job he was seriously considering 
taking a course i n a semi-skilled 'trade' of m i l l i n g , i n order, he said, 
simply to get back i n t o a factory, and i n t o an i n t e r n a l labour market. 
But he clearl y thought that to move onto semi-skilled work was a step 
down and a b i t degradingi-
R.W. " I thought 'Well a f t e r 38 years experience why should I take less 
money when a bloke with my c a p a b i l i t i e s . . . ' ; as I said I t r i e d t h i s 
job and I got i t ; but i f I hadn't got the job I would have gone on 
the Training Course - j u s t to get i n t o the factory you know, and 
once I was i n the factory I would have been a l r i g h t " . 
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Mr Williams believed that h i s age had something to do with why i t took him 
so long to get a job, and not get i n t o places l i k e Ever Headyt-
R.W. " I have a brother-in-law who works there ( a t Ever Ready), and he 
used to work at Tress as a f o r k - l i f t - d r i v e r , and he said 'You're 
wasting your time Bob'; he said ' I ' l l t r y to get you i n but you're 
too old'. They've got an age l i m i t down there you see". 
F.P. "What kind of job did you want?" 
R.W. "Any job - j u s t labouring; but i t was handy because that was on 
the doorstep you see". 
At h i s current job, however, h i s age hadj^e'en a handicap because, he thought, 
the f i r m p a r t i c u l a r l y wanted men with experiences-
R.W. " I t r i e d a few jobs but with my being 59 I was too old you see; 
they didn't want to know us; they j u s t couldn't care less; well 
t h i s place I went to I was lucky because they've f o t a policy 
where they'd rather s t a r t a man with experience". 
The job was one th a t required a p a r t i c u l a r l y high degree of s k i l l , more 
so than those at Tress. He said that very few of the men on the machining 
equipment were under 40. 
After he got hi s current job both husband and wife noticed an immediate 
improvement i n his wellbeingj-
F.P. "Did you f i n d there was a big change as soon as he got the job?" 
Wife "Yes" 
R.W. "Oh aye, I found a new i n t e r e s t i n l i f e " . 
Wife " I c r ied; I'm very s o f t , he went out of there and I said to my 
daughter 'Ee, your dad's got a spring i n his step', and then I 
watched him and you know I could see i t a l l coming back; he 
played war f o r us standing there; he was laughing at usj I said 
* I see a spring i n h i s step*; well he went out and he looked w e l l " . 
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Mrs Williams saidshe noticed her husband's renewed in t e r e s t i n his trade 
that had been reduced during his long period of unemploymenti-
Wife "Do you know what he bought with h i s f i r s t pocket-money a f t e r he 
had a pay - guages". 
R.W. "I'd seen t h i s guage that I wanted". 
Wife "So he was interested back i n h i s trade. Those l i t t l e things meant 
a l o t ; I knew you were getting interested". 
R.W. " I wasn't getting interested any more than I was before Karen". 
Wife "No, but I was watching you to see how you were coming on". 
F.P. "Bub when you said that you were considering moving out of your 
trade do you think that would have been a temporary thing or 
do you think you would have ever gone back in t o i t ? " 
R.W. "No, I don't think so - not once I had moved out I wouldn't have 
gone back i n t o i t - not f o r the l a s t 5 to 6 years that I've got 
to s t i c k ; I'm getting out i n f i v e and a h a l f years; I ' l l be 60 
i n July; I wouldn't have bothered coming back". 
But he did get a job i n h i s trade and although i t was only 'average' pay 
i t required the use of Mr Williams's s k i l l s , which he appreciated, and 
so f o r t h i s l a t t e r reason he thought i t was a better job than Tressj but 
i t had one serious drawback i n Mr Williams's eyesWhich was the amount 
of d a i l y t r a v e l l i n g to and from the work-place 
R.W. " I f t h i s job where I'm at now was at Newbum I'd be over the 
moon; i f that job had been where Tress was - because i t ' s a 
better job altogether than Tress - I'd be over the moon. The 
only thing that I've got against t h i s job i s the tr a v e l l i n g , t h e 
excessive t r a v e l l i n g " . . 
F.P. "Are you saying that t h i s job i s better than Tress?" 
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R.W. "Oh aye I think so, aye; there's more personal sat i s f a c t i o n f o r 
one thing because you know you're doing a good job". 
F.P. "Are you using your s k i l l s more?" 
R.W. "You're using your s k i l l s more; aye. You know when you've done 
a job here you've done a good job; and you f e e l s a t i s f i e d with 
the job; a t Tress you were getting a b i t bored with i t " . 
A few months l a t e r Mr Williams was once more made redundant and at the 
time of the follow-up interview, 13 months a f t e r the main interviews, 
he said he did not expect to ever work again. 
CASE 5 
In 1979 one year a f t e r the Tress closure, Mr Cooper had been continuously 
unemployed 12 months. He was an apprenticed trained f i t t e r at Tress. He 
was single, i n his l a t e twenties, and l i v e d with h i s parents. When 
interviewed f o r the Council he had been badly affected and was already 
looking outside his trade and outside the areat-
K.C. "I've l o s t a l o t of confidence i n myself; I've p a r t i c u l a r l y l o s t 
confidence that I can do new jobs, but I'm also nervous about 
getting back to doing work within my own trade. Before I would 
have t r i e d anything. I f somebody had said 'there's a job going 
at BO and so's but i t ' s a b i t d i f f e r e n t than you're used t o ' , I 
would have been prepared to give i t a go, had I wanted t o , l i k e . 
I wasn't scared of anything. But now i t ' s a l o t d i f f e r e n t . People 
have come up to me since I was made redundant and said there's a job 
going i f you want i t - ' I t ' s not your trade but you could easily 
do i t ' , mainly welding or something I'd say 'No thanks', 'What are 
you scared of?', they'd say. I'd j u s t say 'No, i t ' s not f o r me'. 
But you see a year ago I would have had a go. But i t ' s d i f f i c u l t to 
say how I f e e l ; i t ' s a funny feeling. I'm worried about not having 
a job but at the same time I'm worried that I won't be able to do 
the job when I get i t . I f somebody was to o f f e r me a job to s t a r t 
i n a week's time, f o r that week I wouldn't be able to stop worrying. 
ZZ3. 
Zad worry side. I t ' s not only Jobs out of ay trade. I f somebody 
was to say 'Strip that capstan' I'd bs soarsd s i l l y . The last 
few walks I've boon getting rsally depressed. Laoklly I go out 
and play golf quite a b i t i that kssps as SUM. i t ' s ths borsdoa 
sad ths long long days. I t ' s not as bad whan the weather's fins 
but last winter was tsxribls. I was stack i n doom a l l the tlae, 
but more often than not I'd just s i t there staring at the wall. 
The frustration's really bad. Ton want to do oomethlng bat you 
oen't". 
"lot having any noney'a the aain trouble. You lose your independence. 
I don't like having to depend on other people. Friends w i l l ask you 
to go out with then but you ean't afford i t . They'll offer to pay 
for you but you know that they've got wives and families and that 
i t would be hard for then to support you. 8osetlaes people offer to 
buy you drinks because they know you're unemployed, but i t ' s 
enbarrassing. I don't like having drinks bought for as and not being 
able to buy ay round. I want to have a few bob i n ay own pocket, to 
be independent. I t a l l aakes you feel very snail. You neet people 
and they ask you what you're doing and you say you're umeaployed, 
and you know what they're thinking. Ton oan t e l l yourslef that you 
don't ears what they think but deep down i t gets you. I t always 
gets you. 8onetiaes people w i l l say 'You're s t i l l not working? 
You're not trying nan. I've got a Job. There's plenty of Jobs 
for those who want to work*. But I an. trying. abaettaes, after 
I've been turned down for another Job, I begin to think there's 
sonsthing wrong with no. Talking now, I know there aren't any Jobs 
and that i t ' s not as at fault but after you've been to a few 
interviews you get depressed and start to lose your confidence". 
" I often try to avoid talking about work with others. tthen others 
talk about their work i t gets on ay nerves. I lose ay temper a b i t . 
I'm sure thatitten I was working I used to talk about work Just as 
auoh. But I suppose i t ' s Just that I'a unemployed1'. 
10 months later Mr Cooper waa interviewed again, although our ooaversation In 
this oaae waa not recorded on tape. He said that he bad given up trying to 
get a Job l a his trade and had taken a Job working for the post Office 
(Telecommunications aide), installing telephone equipment. Five other men. 
Including tradesmen,froa Tress were working with Ida. 
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Mr Cooper said that aiaoe he had experienced Ids saw job ha never wanted 
to work l a engineering, or even a factory, again. Bo elaiMd tho other 
aea f o l t tho same. His as* Job had a major drawback l a that i t was 
xmlatively low paid - ho said i t sms about tho ease as he was earning at 
Tress two years earlier -f bat the compensations, ho found, outweighed 
tho oosts. These eoapeasatioas wore tho security, not being directly 
supervised, being away from the noisy, easily, environment of tho factory, 
aad being able to move about sad aeet a variety of oiroumstanoos and 
people. 
At Tress, Mr Cooper said, he was a strong trade unionist but after the 
redundancy his attitudes changed a l o t i he be case "just for himself". 
As far as he was concerned i t becaae a ease of 'dog eat dog*. He 
believed others had eoae to fool the sane as bin. He had been asked by 
his union to go on television to talk about the effects of unemployment 
but he had refused because he did not want to be associated with militant 
trade unionists. He believed that the 6.F.O. did not like unions aad that 
they would make i t hard for him i f they thought he was a militant. The 
union at the G.Y.O. was 'no good*. But anyway he no longer oared about 
anybody elsei he was Just looking after himself. 
TICKERS SCOTSMDOD 
The following case studies illustrate that the experience of lengthening 
unemployment was likely to affect men from Sootswood as well, changing 
their ideas of suitable work and choosing different types of Jobs as their 
period out of work progressed. 
CASE 6 
Geof Barton was 55« He wae a time-served Centre Lathe Turner at Seotswood, 
working continuously i n Vickers plants for 38 years. He lived with his wife 
sad a daughter s t i l l at school south of the river i n Vlnlaton. *e was 
unemployed for about 3 months before getting another Centre Lathe Turning 
Job i n a Mali engineering f i n . He called i t a 'tvopenoe-halfpenny' firm, 
possibly la comparison with, although not stated, the 'real* engineering 
firae of the llfcea of Tickers, Parsons, Churohills, etc. 
Rr Barton said that he got progressively worried as unemployment lasted and 
he failed to get workf and as he realiaed that work of the sort he ideally 
wanted - work in his trade, doing 'proper' engineering work, well-paid, 
and constant day-shift - was going to be hard to ooae by, he lowered his 
sights and re-orientated hiaself to other types of jobs. His re-
evaluation of 'suitable' work seemed to occur i n response to personal 
experience and what he had heard of the experiences of others wade 
rednndanti no doubt stories i n the press and on television of a worsening 
unemployment situation also had their influence. He apparently oaae to 
teller* that older sen were at an extra disadvantage. Consequently, 
pessimistic of his own chances, and disliking the experience of unemployment 
i t s e l f , he took a • second-rate• Job which 'would have to do' u n t i l 
something better came up. The process leading up to this event can best be 
conveyed by allowing Mr Barton to 'speak for himself1. The following 
quotations serve to illustrate the points made above. 
The common pattern amongst the skilled men was to at f i r s t look for Jobs 
'in the trade' and then, as unemployment lengthened, start to broaden 
the scope of their search, gradually coming round to consider 'anything' 
better than the Dole. Mr Barton was not i n fact unemployed very long, 
relatively speaking, but he showed signs of following the pattern. 
P.P. "Have you ever thought of leaving your trade sines Sootawood?" 
G.B. "Veil, actually, when I finished "No", but prior to getting a 
start Z thought 'Dear me! I ' l l have to take owt!' I mean to say 
I wasn't bothered what I was going to do". 
P.P. "Ton were worried by then were you?" 
G.B. "Oh yes! Vhat?! There's blokes that I know - good turners - and 
they're doing Jobs that are away from their trade | and some of them 
are not getting a l l that good money, but at least they've got a job* 
and I think that's the way they look at i t , you know, i n that 
situation. Having employment I think i s a morale booster. I think 
blokes w i l l basically take anything". 
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Mr Barton - • r t ^ - i y believed his age naa against bin for work l a aost 
engineering plants, ^o had triad to gat into, along with other engineering 
plants, Vlokers FJLswieks-
P.P. "Did yon tr y anywhere also, than, apart fxoa KLswiok?" 
G.B. "Oh yea, but of course as soon as you aentionad your age". 
F. P. "Bow old are you?" 
G. B. "55. And, aa I say, they didn't want to know you". 
P.P. "Are you sura of that?" 
P.P. "That's definite l a i t ? " 
G.B. "Definite, yes. British Engines advertised for turners and I got aa 
application f ora and I sent the application away and we a l l got 
soro- or-leaa the sane - Z think they nust have a standard reply for 
knocking you back because British Engines and Viokers were aore-or-
lass word perfect the sane -| and as I say there ware other blokes that 
Z knew of - younger blokes - and aoae of than got a start. So 
obviously that's a l l they're concerned with, age - once you passed 
certain years} and certainly ay years ware too great for theat that 
was for sura. Z Bean that was one thing about this Job where I an 
nowi there was nothing like that. They asked aa ay age, but as far 
as Z know Z could be the oldest one who applied. Obviously they 
weren't worried about ages. But, apparently, going by the different 
replies fron blokes that Z know have written i n for Jobs, your age 
Is against you. By sate - he was 60 - want to the Job Centra and 
(the nan) said 'Oh you don't need to cose back heref you'll never 
get a Job at your age*. That was the Job Centra. As i t happened 
he got a Job on his own. At least he'J^a Job| that's the way ha 
looks at i t . He's a good hand - a good hand". 
P.P. "Within engineering?" 
G.B. "Oh yes, definitely. He's out of the trade now, but he was a good 
hand on the engineering side". 
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Ae unemployment lengthenedt 
" I decided that I'd Just have to t r y and accept anything that's 
going. Obviously I enjoyed ayself the tiae I was off and a l l that, 
but at the bade of ay aind I thought 'Dear as, at ay age X'a going 
to be l e f t high and dry here' .... I even went for an interview 
with Caterpillar - they had started their twi-light shift - and I 
thought 'Oh well, I night as well go along there and have a go there". 
"Why did you say that you 'even' went to Caterpillar?" 
"Veil, the twi-light shift was the only start you could get and the 
way I was looking at i t i t was better than nothing". 
"A last resort kind of thing?" 
"Oh yes, nore-or-less. As I said, I wanted an ordinary working day 
job aore than anything else". 
Like others, Mr Barton was concerned when unemployed about the prospect of 
a deteriorating financial situation, and again like others he perceived a 
possible strategy to be to go on a retraining course, not so aueh i n order 
to acquire a new aarketable s k i l l as such as to lengthen the tiae, 
Mr Barton believed, he would aalntaln his right to receive Kami tigs Belated 
benefits. There was also the possible bonus of getting free toolst-
G.B. "These blokes that go to these Sk i l l Centres w i l l never get into 
factory work". 
F. P. "They won't?" 
G. B. "HO. Sever! The only places that you would get into are twopence-
halfpenny f i n s - you know, the likes of the place where I'n working 
now They'll never be accepted i n engineering. I mean to say, 
i n the factories that I know of i t ' a only on the semi-skilled side 
where they would get i n ... £ had even thought of (a Skill Centre) 
during the tine I was off i X thought i f i t oane to the crunch I 
night as well. Just go for 6 months .... Ton see what I was told about 
the Skill Centre was that a l l you had to do was go i n for 6 months 
and they would get you a new set of tools •••• plus the fact that i f you 
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go to the S k i l l Centre, and you do your 6 souths, and then you oone 
back out of there and then you go baok onto the Dole". 
P.P. "Ton don't go on the Social Security?" 
C.B. "lb. Tou go baok onto your Earnings Related again. Apparently i t ' s 
one of the dodges ... So I had a l l these things i n Bind. But as I 
say, I got a Job and i t didn't materialise". 
Another strategy considered by aany, but apparently engaged upon by very 
few, aaongst our sample, was to supplement their state benefits by getting 
work in the Informal ('Black') aoonoay. Mr Barton said i t was ths 
possibility of acquiring a s k i l l useable for 'fiddle work' that was a 
significant Influence on his being prepared to learn something outside 
his trade, should he have gone to a Skill Centrei-
G.B. " I would have gone i n as anything. I wouldn't have worried about 
that. Being i n engineering you do your work at the place where 
you're working and when you cone back you cannot do i t ) but there's 
other trades where you can bring your trade back where you can sake 
plenty of money outside - like bricklayers, electricians, Joiners, 
painters. I suppose they make more money you could say on the 
fiddle than what they do working. So I would have taken anything". 
Our interviews suggested a great deal of sympathy for men who did 
'fiddle Jobs". Mr Barton was no exceptions-
P.P. "Do you think people on Social Security are Justified in doing the 
odd fiddle Job?" 
C.B. "Oh yes, definitely. Tee". 
F|TPT "To aake up the money?" 
G.B. "You've got to. I don't care how honest you arei I mean to say I 
thought of that} I can t e l l you that i f there was any way I eould 
have aade cash ths tine I was on the Dole I would have done i t . I 
would have gone out painting, window-cleaning or anything. I've got 
ay ladders. I've s t i l l got ay chimney sweep brushes. I would do a l l 
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that. You've got to. I f you oannot get a Job. Let's faoe i t , 
the standard of living that you're used to and you eons to be 
thrown out of work you get pretty downhearted when you look at 
the cash that you've got ooning i n i and a l l your b i l l s have got 
to be net. When I was aade redundant from Viokers i f I hadn't 
looked after ay cash I would have been at the end of ay tether, 
because I thought 'Veil, dear ne, I?ve got maybe another 12 years 
before I go en a pension!' I thought 'Veil, how an I going to 
see myself through Just on Dole or Social Security!" 
Unfortunately for Mr Barton, and the other redundant men, engineering 
i s not the sort of trade that i s very useful in the Informal Market and 
that i s one reason why he wondered whether he made the right decision i n 
turning down an opportunity years earlier to be a coach-painter - a trade 
quite suitable for fiddle-work. 
Fortunately for Mr Barton he got a legitimate Job - of a sorts - a 
'twopence halfpenny' Job where they did not mind his aget-
C.B. " I got a Job - mind I'm not too happy with the Job that I have got, 
but the way the work situation i s going you look at the papers, and 
you hear the television about how many people axe going out of worki 
so as I say I ' l l have to more-or-less stiok with the Job I've got 
now .... Things are not a l l that rosy. I t ' s a ease of conditions, and 
as I say, different methods as wall. I t ' s back to the primitive 
days the way these fellows work. But as I say i t ' s a Job. I t ' s a 
oase of suiting your purpose for the time being". 
Apart from the technical and environmental conditions of production, the 
other main drawbacks were the insecurity - especially compared to the 
security experienced at Scotswood -, and the 'less than top money • 
I f Barton chose to stay at Scotswood because i t was thought better than 
other work-places, he chose to stay at this post-redundancy firm mainly 
because i t was ssen as being better than l i f e on the Dole) better work-
places were clearly believed to exist and should the opportunity arise he 
was going to move to one of thems 
F. P. "Do you keep your eye open?" 
G. B. "Oh yes". 
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F. P. "And keep your ear open". 
G. B. "Oh yes. I f the oiroumstances arise where I could get a Job for 
better money and a l l that I would certainly take i t " . 
The pressures of unemployment seemed to influence Mr Barton quicker than 
somei he was 'only* out of work 3 months) butw suggest that a significant 
factor was his age whioh Mr Barton believed increased his disadvantage 
in the market. There was some suggestion that under pressure Mr Barton 
took a Job in a believed inferior type of engineering firm relative to 
other engineering firms of the like of such places as Parsons, Tickers 
and Churchills. 
Mr Barton was s t i l l employed at the same firm at the time of the follow-up 
interview 7 months later. 
CASE 7 
Robert Scott was aged 57 and was an Inspector at Scotswood. He worked 
-There a total of 40 years. Vhen Interviewed for this thesis he had been 
continuously unemployed 14 months - Including a 10 week period at a 
Government Sk i l l Centre. 
Mr Scott's description of the effects on him of unemployment were similar 
to that described i n the literature elsewheret " I t isn't Just the lack 
of money. You get into a rut and you don't want to do anything sometimes.... 
(when you have a Job) you seem as though you're more settled i n your mind. 
I f you'me going somewhere you know you're going somewhere every day .... 
Vhen you're not working you've lost something. You don't know where to 
put yourself sometimesi you get up in the morning and you know you've got 
nothing to dO| you've got nowhere to go". 
He said that he knew other unemployed men whose health had been affected but 
he said that his had not - although he did get worried} sometimes his 
nerves were bad. He had cut back of drinks, cigarettes, and going out| 
he no longer sat with others drinking so as not to be faced with the 
embarrassment of not being able to buy a round. 
Mr Scott1 s f i r s t preference was for a Job In his trade at 'a reasonable 
wage' but he recognised that Increasing length of unemployment. 
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accompanied by Increasing financial pressures, were forcing him to consider 
•trading down* and take second preferences. At the tiae of the interview 
he s t i l l had some of his redundancy money l e f t and he f e l t this allowed 
him to retain at least some degree of discretion. However he realised 
that his money would run out before long and then, he believed, he would 
have to "accept anything". But he hoped to stave off that point in tiae 
by following the strategy of going on training courses for which he 
received only low payment, but which was sufficient to "get by" and which 
would slow down the drain on his redundancy money. The main object of 
these courses for hia was not to learn a new s k i l l to get a Job, but, 
rather, to give hia some income and give bin the tiae to find a Job 
employing his old s k i l l s t -
P.S. "I'B Just hoping that i f I go on this course 1*11 get more than 
ay dole money and I can live off what I'B going to get ... I'm 
Just hoping engineering picks up again by the tine I've finished 
this course and i f i t does I can get another Jobi i f i t doesn't 
I've got to start looking further afield". 
Despite Mr Scott's desire to stay In the trade, and his hopes that a 
Training Course strategy would give bin time, i n fact i t was clear that 
he had already reached the point where he would be prepared to take a less 
skilled Job - albeit hopefully as a temporary measure. 
B.3. "The way I look at i t now, I say 'Veil there's not a Job in the 
trade and there's a Job down the road and i t ' l l last 5 or 6 -
well even i f i t was to last a couple of years, the trade might 
pick up". 
F.P. "Some people said that after a while they would do Jobs that they 
wouldn't think of doing a few aonths earlier - simply to get off 
the Dole". 
3.S. "Yes, simply to get off the Dole. That's what I said. Row, really, 
i f the Job that I want i s not there I'n quite willing to take any 
Job. But there's very few Jobs kicking around. 
At the time of the follow up Interview 8 aonths later Mr Scott was s t i l l 
unemployed andaus on a training course. 
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CASE 8 
Mr Caxr was 57 years old. Re worked a total of 43 years at Sootswood as 
a f i t t e r , when interviewed he had been continuously unemployed 12 months. 
He lived with his wife but no children in Benwell, within walking distance 
of the Sootswood "orks. His wife did not do paid work. 
Mr Carr was badly affected by unemployment, although not as much as he 
thought he would have been had he not received redundancy money. He had 
"not got to the stage yet" that an old work-aate of his had who killed 
himself. Nevertheless things were gradually getting worse. He went off 
Earnings Belated after 6 months, and then he started to dip into his 
redundancy savings. He had i t i n his mind what i t would be like when his 
savings were gones-
A.C. "Your l i f e would Just completely change. Hell I like a drink} 
you wouldn't be able to go out and have a drink. I like ay 
cigarettes i you would have to out down on then because you 
couldn't afford then. So, you know, your l i f e i s going to change 
dramatically. There's no doubt about i t " . 
Some people would say that cutting down on drinking and smoking would not 
be such a great hardship f but Mr Carr said that far from persuading him to 
economise by reducing his intake of beverage and cigarettes the experience 
of unemployment induced him to increase the intake considerably. The 
increased smoking - "double" what i t was when he was in work - and drinking 
appeared to be by-products of boredom and frustrationi-
A.C. "Yes you get boredi there's no doubt about i t . The only way I 
hide ay boredom i s to go and have a drink. I f I had to s i t i n 
here and watch four square walls day in and day out I would go 
steadily around the bend". 
As la the case of others Mr Carr believed his age told against him getting 
work. In the past, he suggested, an older man oould compete for work 
against younger colleagues partly because employers 'knew' that older men 
were more stable and partly because they were more experienced. But by 
the time of one year after the Scotswood closure unemployment had got so 
bad that employers could find sufficient young men who were steady - or 
could easily replace any that l e f t and the young nen had the added 
attraction that they were f i t t e r and could work harder. Consequently, 
Mr Carr argued, i t was not his age 'per se' that was against hin, so much 
as his 'age at a time of mass unemployment*. Below Mr Carr expresses hie 
perceptive argument in his own words i -
A.C. " I think you could have found i t harder to take i f work had s t i l l 
been the same and Just Scotswood had to close and you found 
yourself on the Dole, and you couldn't get a Job for the simple 
reason that they're classing you as too old. But i t ' s not really 
that as far as I'm concerned} i t ' s really because they can pick 
and choose now, with there being so many on the Dole, they can 
actually pick and choose. You see, at one time, i f unemployment 
hadn't been so great as i t i s now, I would have been able to get 
a job Just like that. They would have saidi 'There's a lad who's 
had a l l these years of experience behind himt he's 571 he's level-
headed now, at that age; he's going to go to work and be at work 
for a week - week in and week out - whereas a youngster is not 
going to do that'. And i t would have gone the opposite way as 
far as I'm concerned. They would have gone for the likes of us. 
But now things are where they can pick and choose, and i f they get, 
say, the younger element i n , and they're not up to standard, they 
know they can finish them, and piok and ohoose again until they get 
what they like .... (and) I think they're looking for the younger 
side because they think they can get more out of them, because they're 
apt to think that when a man reaches f i f t y to fifty-odd he's slowing 
down, whereae another lad's i n his prime''. 
Above Mr Carr appeared to be referring to a situation of men competing for jobs 
within the skilled, and possibly semi-skilled, sectors of engineering! but even 
'outside the trade', in the realm of unskilled work, Mr Carr had come to the 
conclusion that older men were at a diBadvantages 
A.C. "A mate of mine thought i t would be quite easy to get another job, 
but he'8 sort of disillusioned now; and I said to the lad before we 
finished "Remember we're going to have a d i f f i c u l t time getting a 
job in our trade", I said " I see no reason why we can't get a job 
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outside our tradei there'll be plenty of that". But I was wrong -
because we're a b i t too old, even though I've got another 8 years 
to do before I can retire. I'n 57". 
This realisation (or belief) that age was going to be against him even for 
labouring jobs apparently occurred when, after f a i l i n g to get a job in his 
trade after several months he 'lowered his sights' and started to look for 
other types of jobs - a common pattern amongst our men. 
F.P. "Do you know whether a l o t of people have had difficulty getting 
jobs within their trade?" 
A.G. "Oh yes. Well I've tried a l l over". 
F.P. "Were you trying for jobs within your trade when you l e f t Scotswood?" 
A.G. "Within the trade. And then after I had been out 6 or 7 months 
I was talking to different people and I said to one lad - and I 
was only talking about a labouring job, mind - I said 'Do you want 
any labourers on the Corporation?" 'Aye', he said 'As a matter of 
fact I think they want them*. But there again age came i n i I was 
too old at 57* I t ' s something I've accepted) but even at my age 
I've s t i l l got a good 7 to 8 years.... I didn't think i t would be 
as hard as what i t ' s actually turned out to be. You know, when I 
asked about different jobs outside the trade I said 'Why, you 
can't even get them now!' ". 
Whether or not Mr Carr's age was against him (and from what other men said i t 
certainly in fact seemed to be) he believed i t to be so, and consequently i t 
would have reinforced his view that he would have to take less than ideal 
employment. A great determinant of a man 'trading down' i s the actual 
experience of unemployment i t s e l f , but a person's belief about hie market 
power could also influence his market-strategy! those with greatest confidence 
may have greatest resistance to taking inferior jobs. A belief in your 
weaker position i s likely to make you less 'choosy' and for this reason older 
men may have been liable to adjust their ideas of suitable work sooner. In 
the following passages Mr Carr explains convincingly that lengthening 
unemployment did indeed persuade him to go after or accept a lower level of 
job. 
F.P. "Are there any places where you don't think you would work, unless 
you were really forced to?" 
A.C. "One place I've never ever bad a fancy for working i s the shipyards". 
Although Mr Carr found i t hard to express why he had a particular aversion to 
working in the shipyards i t was evident that one factor was the amount of 
travelling to and from work i t would have involved, implying both more cost in 
bus fares or car petrol and the lengthening of the working day. Commenting on 
this latter aspect he saidi-
A.C. " I f you're starting at half past seven in the shipyards I wouldhave 
to be getting up at about 6 o'clock i n the morning for to travel 
down there. I f you work an 8 hour day you're actually working an 
11 hour day when you take your travelling into account. So you're 
working in a sense a 12 hour shift". 
F.P. "So you kind of weigh things up really?" 
A.C. "Oh yes, you've got to. But, having said a l l that, the way things are 
now I wouldn't be weighing that side up. I'd be too happy to get a job. 
So i f I had a chance of a job over at the shipyards I'd be there". 
At least by the stage Mr Carr had reached, the crucial comparison that i s made 
when evaluating the 'worth' of a job is current experience of unemployment, not 
past preferences or expectations when working. The standard against which the 
unemployed measure the rewards of a job is a complex amalgam of a l l that i t means 
to be without paid work, but undoubtedly one of the most important components, 
i f not the most important, is the financial one. I t was commonly the case that 
unemployed men's ideas of the level of wage they would accept was one that was 
marginally better than the total household income. Mr Carr's comments suggest 
that for him at least a job paying more than the household income would be 
acceptable, even at very low rates per hour. That i s to say the job would not 
in these circumstances be rated in teams of pay per hour, but i n terms of 
maximum earnings per week - whatever the hours. When Mr Carr had a job at 
ScotBwood his comments suggest he would have oonpared a job i n the shipyards in 
terms of rate per hour. Thus a job i n the shipyards, adding as i t would three 
to four hours onto the working day, was worth less on a measurement of rate per 
hour than a job at Scotswoodlhich was only a five minute walk from Mr Carr's house. 
But this means of measurement apparently changed in the circumstances of prolonged 
unemployment when the total household income was very low. 
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The practice of comparing a job's earnings i n the way outlined above i s 
ill u s t r a t e d below »-
F.P. ("What would a job i n the shipyards have to pay?") 
A.C. " I would look at i t i n this sense. Let's f o r arguments sake say that 
after a l l that time(a 12 hour s h i f t , including travelling) I was coming 
out with £60 a week - i t ' s not a big wage nowadays - I would look at that £60 
against the giro that I'm picking up now. That's the difference i n wage now. 
You see at one time I would say 'That job's not worth a l i g h t ! ' But now my 
giro works out at twenty-odd pounds a week - as against £60. Well, then, 
i t doesn't come into i t no* I go for that job. But with being used to 
coming out with, say, £60 or £70 a week from Scotswood - where I can walk 
from here to Scotswood and back i n 10 minutes - and having to go down to 
the shipyards f o r the same or less, well I would say 'No way am I going 
down there'. You see there would be a vast difference i n wage^ But 
having sampled a 12 month on the Dole I don't think the money side comes 
into i t as much, as long as you come out with a decent l i v i n g wage", 
^Measured i n rate per hours absolute wage per week would be similar. 
Mr Garr's last comment i s not absolutely clear i n i t s meaning, but we think he 
was saying that normally a job would be evaluated i n terms of whether i t was 
well-paying i n terms of hours, conditions, travelling distance, etc, but after 
12 months unemployed the costs or drawbacks of the job had become much less 
significant such that the only really Important question was whether sufficient 
money could be earned t and IF t i l s was the case then c r i t e r i a f o r distinguishing 
between jobs when"Mr Carr was employed may no longer have applied after a long 
period on the Dole. 
For Mr Carr the minimum wage he said he would accept - taking home around £50 
a week - was much less than the pay he believed men i n his trade were earning 
on Tyneside - around, he said, £90 a week. He had no doubt that i t WAS the 
experience of unemployment that induced him to consider such low paid jobst-
F.P. " I f i t was a local job would you accept one at £50?" 
A.C. "Yes, local, come out with £50} I would accept that". 
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P.P. "Do you think that what you would accept has changed because you've 
been out of work fo r 12 months? Has that had an effect?" 
A.C. "Yes definitely". 
F.F, "Would you not have accepted that say 8 or 9 months ago?" 
A.C. "No... No. You see, as I said, we've been used to working a l l our 
liv e s , coming out with our wages, l i v i n g a social l i f e that we l i v e , 
that's a l l changed now, so therefore you'd only be too happy to take 
that kind of job. But, i f say, somebody had said 'Oh, there's a good 
job going there| you'd be coming out with £50 a week', I'd have 
said 'No way." But as * say things have changed now". 
F.F. "So redundancy does have a big effect?" 
A.G. "Oh I would say so, definitely. Without a doubt.'" 
F.P. "And i t w i l l probably be the same for everybody?" 
A.C. "Yes. You see, because a man reaches a standard where he's glad to 
take anything - even i f he's a tradesman; h e ' l l do any kind of job 
to get a job, when he's sampled at least say 12 months on the Dole." 
F.P. "Is that mainly the boredom, do you mean, or not having the money?" 
A.C. "Veil I would say 'both* - not having the money and also the boredom 
of i t - just something to do. There are the type of people who w i l l 
not have i t } but when you've been working a l l your l i f e from leaving 
school at 14, and then coming on the Dole for the f i r s t time, i t i s 
a b i t hard, l i k e , the boredom side." 




Mr Timpson was 57. He lived with his sister i n winlaton, on the south bank of 
the Tyne. At Scotswood he was a Centre Lathe Turner, and then f o r 14 years 
he was an Inspector. He worked there 39 years. He had been continuously 
unemployed 11 months when interviewed f o r this thesis. 
Like many others Mr Timpson got an apprenticeship at Vickers after being 
'spoken for' by a relative who worked there. After,a break i n the army during 
the war years he was not very keen on returning to his old job but chose to 
do so because the employment he would otherwise have preferred would have 
meant moving away from Tynesides-
J.T. " I came out (of the Army) i n 19**8 and things weren't much better 
than what they are now. I would have preferred to have gone somewhere 
else but i t was rather d i f f i c u l t . So I went back to Vickers." 
F.P. "You would have preferred to go somewhere else?" 
J.T. " I would have preferred - just f or a change. But I looked into 
things and made enquiries and i t would have meant I would have had 
to leave home again} and 1 had been away from home for about 2 years 
so I didn't fancy that. So I went back to Vickers. And I've been 
there ever since". 
Mr Timpson subsequently stayed at Scotswood, he said, because i t was interesting 
and close to home. Although he was aware of better paid jobs elsewhere he was 
single and did not need extra money. He could not move away from the area because 
he had to look after his mother. 
After the redundancy finding a suitable job was much more d i f f i c u l t than he 
expected. He wrote to a l o t of engineering firms within easy travelling 
distance trying to get an Inspector's job - firmB including, he said, Michell 
Bearings, Eimco, Ingersoll Rand, Churchills, Rose Forgrove, Huywoods, 
Vickers Crabtree, and Kimberley Clarks. He was offered an Inspector's job i n 
an engineering firm in West Newcastle uhich 'would have been ideal" but he 
failed a medical exam because of hjgfr blood pressure ; he turned down another 
Inspector's job i n the town of Stanley because i t was d i f f i c u l t to reach. 
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Mx Timpson believed that part of the reason for his difficulty in getting 
work was his age. At the time of interview he was beginning to 'trade dowa*i 
F.P. "What kind of Jobs have you been going after since you left? Have 
they a l l been within your trade?" 
J.T. "Yes. I've been applying for Inspection jobsi but lately I've been 
applying for a Job on a Centre Lathe - you know, falling back to ny 
trade - seeing i f I could possibly get back into thati because I 
find that, Just froa what I hear, that as far as applying for 
Inspection jobs isamcerned there's so many applying for themi and 
I'M 57 next month. Well you can imagine where I cone. I don't 
know i f they count experience or what. But I think you're at the 
back of the queue as far as your age i s concerned." 
By the tine that Mr Timpson had been unemployed nearly 11 months he was 
beginning to get concerned about the financial situation. At the time of 
the Interview he was simply in receipt of basic unemployment benefit. His 
sister had a retirement pension. *e had been on the basic unemployment rate 
for 5 monthsi "So i t means that since then I've been living on my savings. 
I've had to dig into them". The interview was held near the end of October 
and oome November Mr Timpson was expecting a new law to come into effect 
limiting the total savings you could have whilst being eligible for 
Supplementary Benefit . His redundancy savings exceeded this limit but they 
were locked into long-term investments. The implication was that at a 
minimum Mr Timpson would mot be eligible for Supplementary Benefit after 
12 months unemploymenti at worst he might mot have even been able to withdraw 
his savings froa his investment scheme. 
These financial pressures, plus a dreading of the boredom of the coming winter, 
plus a growing conviction that 'at his age' he was mot going to be able to get 
the Job he wanted, were combining to persuade him to look for jobs hitherto 
largely ignoreds-
J.T. "Lately I've been thinking of well 'security' - anything they've got -
you know, grauially dropping down. I'm getting in a position now where 
I ' l l take anything". 
P.P. "Rather than be on the Dole?". 
J.T. "Rather than be on the Dole. This i s 11 months now.... I think there's 
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practically no Jobs in ay trad* kicking about. That's why X think 
I ' l l have to concentrate nor* on ths Centre-Lathe-Tarning". 
F.F. "What about Jobs outside your trade?" 
J.T. "Well as I said I've thought about 'security' Jobs - anything like 
that. But on the other hand you find quite a few security Jobs 
saving 'Such and Such an Age Up to 55" I you'll find that". 
F.F. "What about the pay?" 
J.T. "The pay i s very poor ... very poor in those Jobs, ^hey generally 
talk about sixty-odd pounds, and they're talking about five 12 hour 
shifts. At Samuel Palmers, the last one I read at Blaydon (Job Centre), 
i t was five 12 hour shifts, and that was including odd weekends." 
F.F. "And would that include travelling?" 
J.T. "Mo, you'd be travelling outside that tine. But I've never really 
applied for any of these. I t ' s only crossed ny mind, like. I've 
checked upon then in the Job Centre. I t ' s something I night have 
to f a l l back onto". 
Mr Tiapson had not got a car and he did not live in a good place for travelling 
long distances by bus, so preferably he would like to get a Job reasonably 
easy to get to i up to the interview he had had sufficient resources to be able 
to hold out until the Job he wanted cane up, but he thought the time was fast 
approaching when he was going to have to stop operating a restricted set of 
criteria limiting his range of choicei-
J.T. "(The Job should) preferably be in the Newcastle area - say the Teams 
Valley and towards Newborn way - Just round this areai I would like to 
get fixed up there - i f possible! what you'd like and what you can find 
nowadays are two different things. As I said, cone the end of Novenber 
the financial aspect will be the big deciding factor". 
F.F. "Bo you think that up to now you're exercising choice to a certain degree?" 
J.T. "Vail M I said, up to BOW I've told you about Inspection Jobs I've 
applied tot mow I'm beginning to drop away from thoao dowa to Coatre 
Lath* Taraiagi aad failing that, 'Security' or something similar to 
that". 
F.P. "One or two have said that they fool as i f they've worked a l l their 
lives Had of moving up the ladder, a:getting to the top of the trade, 
aad i t bothers thorn a bit to....". 
J.T. "Yes, to drop down". 
F.P. "Yes". 
J.T. " I doa't think that would really bother me - mot a great deal". 
F.P. "Would that maybe be because you're a bit older than some?" 
J.T. "Yes" 
F.P. "Do you think that maybe i f you were say 40?" 
J.T. "Oh i f I was 40 I would have different ideas I should imagine. I'd 
want to got straight back into the tradei I'd s t i l l be sore-or-less 
la the race. But I think I've turned a l i t t l e bit complacent nowi you 
do do that, you know, when you see invitations to apply for a job aad 
i t says 'Bbbody over 55', and you're 57. I t ' s not a thing that really 
worries me now". 
P.P. "Do you mean that you get round to accepting a situation - resigned 
to the situation?" 
J.T. "Resigned to the situationi you could say that. So much resigned to 
the situation that i f I got the chance of a job on a lower scale I 
would have to go for i t . I would prefer i t to be within engineering, 
of course, what I've been used to". 
Mr Timpson was s t i l l unemployed 8 months later and "things are getting worse" 
CASK TSS 
John Mil Ingham was aged 4>5, Karri ed , with a single child at school. 
Mrs Billingham was disabled and in poor health and was unable to go out to work. 
Mr Billinghaa was at Scotswood 11 years, and before that at Vickers ELswick 
for 9 years. Mr Billingham's Job at Vickers was as a Turner on the Standard 
Telephone Gables work. He was time served. After being continuously 
unemployed following thezsdundancy for l*f aonths he got a Job as a porter at 
a nearby hospital, when interviewed he had been in his new job for 3 weeks. 
Mr Blllinghan had gone to Vickers after being aade redundant from his previous 
employment. He felt that getting a job when already unemployed did not, in the 
past at least, allow for much freedom of ohoice. The 'Bole' sent you to a place 
and i f you did not accept an offer your money was stopped. 
J.B. "There was no picking and choosing i f there was anything I didn't fancy| 
you went. I f you didn't your Dole was stopped". 
Despite the apparent constraint on ohoice prior to working at Vickers, once 
there Mr Billingham nay very well had made conscious decisions not to move on 
because i t was quite clear he found the place had a lot of attractions!-
JiB. "The only job then was at Vickers | so I took i t . And I was at Vickers 
ever since. I wouldn't have a word said against Vickers Elswick or 
Scotswood". 
Mr Bill Ingham was not affected by prolonged unemployment as badly as some. He 
thought that a major part of the mason for this. was . that he was always very 
active mentally and physically looking after his disabled wife and the home. 
Some men made redundant would find themselves without a role to play since home-
keeping or making was generally the wife's province. Mr Billingham, however, 
had always done most of the housework and looking after his wife was a job in 
itself. Consequently the loss of paid formal work did not imply as such a loss 
of self-identity and purpose in l i f e as I t did for others. 
Moreover his household duties helped him to avoid boredom and dwelling too much 
on his problems. 
There i s the further possibility that his wife's disability pension helped, for 
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12 months at any rats, to top up his unesployaent pay to a higher level than was 
the ease for most others, and so for a period at any rate the financial pressures 
say not have been so great. 
J.B. " I think I was able to cope with (the unemployment) simply because 
I've got the wife to look after| I oouldn't afford to show my emotions -
you know, with her being in i l l health to start with. I f I had gone to 
pieces i t would have shattered her - because she's in bad health to 
start with. I've always done most of the work in the house so 1 Just 
plod along and never let I t show .... I always had something to get up 
for. I don't think I was ever really bored. I didn't have tine". 
nevertheless, Mr Billingham was affected, particularly by worry, and as 
unemployment progressed concern over the financial situation Increased. Also 
he believed that even at 45 his age may have disadvantaged him for getting Jobs. 
J.B. "Some of the men from Scotswood their ages might stop them from getting 
Jobs. Anybody around the 60 mark their age isn't going to be a great 
advantage for then. I mean 45 for ne - they were looking at me as I f I 
was senile! '45?! No Chance!'. The majority of men you're interviewing 
from .Scotswood i t ' s going to be their age stopping them getting work 
probably, not lack of experience. I t ' s not their lack of ability or 
experience". 
Increasing pressures and a belief of weakness in the market led Mr Billingham to 
follow a familiar pattern of gradually re-orientating himself to a lower paid 
type of Job 'out of the trade*. As i t happened, the Job he got, a hospital 
porter, had real compensations which left him feeling not wholly dis-aatisfied 
with the occupational change, but i t i s clear that this was more a product of 
fortune rather than a comparative choice between two types of employment. A 
choice did take place but the main comparison seems to have been 'a Job at a 
certain level of pay' and 'unemployment with a certain level of income', rather 
than between one Job and another. Consequently, i t i s probable from what he 
says that ^ r Billingham would have accepted a much worse Job than the one he 
got, as long as i t was better than l i f e on the Dole. 
P.P. "Did i t happen that after you'd been unemployed nearly a year, say, did 
you go after different Jobs than you would have done when you f i r s t left? 
One or two people have said that they changed their ainds about the types 
of Jobs they were looking for". 
J.B. "Oh aye i at the beginning you start looking for a Job in your trade and 
then towards the 12 month nark, you know, your Dole's finished - your 
Related Earnings only last 6 months - so then you know you're going on 
Social Security, which i s lower againf so then you start thinking 
'Well I'm not going to get a jobf anything has got to be better than 
Social Security*. So that's the attitude that you generally take". 
The significance of the 12 month mark i s that then i s when people's entitlement 
to unemployment pay i s stopped and thereafter any further state support i s 
subject to a means test. Up to this stage Mr B i l l Ingham had managed to 'get by' 
without dipping into his redundancy savingst after 12 months he started to live 
off his savings. That i s when he appeared to give up trying to get a Job in his 
trade and start considering other work. 
Mr Billinghaa's experience of unemployment led him to regret his decision to 
learn an engineering trade, because not only did i t not give him employment in 
the formal economy i t was of no use for the informal 'fiddle* economy either. 
F.P. "Given your time again would you go back into engineering?" 
J.B. " I don't think I would go into engineering again". 
F.P. "Any idea what you would go for?" 
J.B. " I ' l l t e l l you one thing I certainly would do i f I went into a trade, 
i t would be one that you'd use outside". 
F.P. "Out of the factory do you mean?" 
J.B. "Yes, i t would be a Job that I could use outside. I mean I'a a turner* 
I can only turn on the machine and the machines are a l l inside the factory. 
You get electricians, plumbers, coppersmiths, or anything like that, they 
know that i f they go on the Dole they can fiddle; even when they're 
working, instead of working overtime at work they can possibly do weekend 
work on the side and make i t up that way, and utilise their s k i l l s outside 
the factory. Mine had always to be used there in the factory. That's 
what I'a always trying to impress on ay laddie | he doesn't know what he wants 
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to be but I always say 'Get a job where, i f you're going into a trade, 
got one that you can use when you loavs the factory, soaething you can 
use outside' - sake noney outside". 
8 aonths later at the tine of the follow-up interview John Billinghaa was s t i l l 
in the sane job. 
CASE BLEVEN 
Allan Mason was 5^  and aarried. At Scotswood he was a Turner for 17 years. 
Before that he was at Elsvick for 20 years. When interviewed he had had a new 
job as a Turner for 10 aonths. prior to that he was unemployed 6 months. His 
wife worked part-time. 
Mr Mason went into engineering initially in preference to pit-works-
A.M. "Most of my antes were in engineering and I thought i t was the 
thing to do". 
F.P. "You aanaged to avoid the pits?" 
A.M. "My father wouldn't allow me in the pits, neither myself nor my brother. 
No, he wouldn'twMr that. I f i t hadn't been for him there i s the 
possibility that one or both of us could have wound up in the pita. 
But he justwouldn't entertain i t , " 
Mr Mason was badly affected by the experience of unemployment. Mrs Mason said 
that i t caused plenty of rows In the household. Her husband got worried and 
depressed aad would not wash or dress properly. Mr Mason said that he tried to 
put on a brave face so as not to distress the family; he thought he stopped a lot 
of family arguments developing Into anything more serious by holding back. He 
said he particularly did not like staying at home whilst his wife went out to work. 
Mr Mason said he hated being unemployed, by far the worst aspect of which was 
lack of money. There was also the boredom but this, he believed, was a 
consequence of lack of money, and was not in itself a problem i money would solve i t . 
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A.M. " I f I had the money in no nay would I be bored| that's a different 
kettle of fish altogether. Oh no. With a restriction on money certainly 
I would be bored} but with money to suffice for my needs no way would 
I be bored} I've too many interests". 
F.P. "Are you saying that i t was only the money?" 
A.M. "Yes. Oh yes". 
For the f i r s t two months after he was mads redundant Mr Mason did not look for 
any Jobs} he had a 'holiday'. Then I thought "Well my period i s up, I better 
start looking for another Job . But I wasn't really concerned. So for another 
couple of months I went for various interviews half-heartedly - you know, not 
really set on i t . I wanted a Job but no way was I pushing i t really hard. Then 
for the last couple of months I was really after a Job, and I wasn't getting one" 
Mr Mason's comment could be interpreted as meaning that he both progressively 
looked harder to find work and became less discriminatory} this would f i t in 
with Mrs Mason's comment that her husband tried mainly for engineering Jobs during 
the earlier part of his unemployment but "he tried for a l l sorts outside his 
trade towards the end". 
When Mr Mason got his job he was coming to the limit of his entitlement to 
Related Earnings and this was pressurising him to get works-
F.P. "Was that a big worry going off Related Earnings?" 
A.M. "Oh yes. Yes. I know for a fact that I couldn't manage on the Dole. 
Ho way could I exist on bare Dole money - over a period of time. I t ' s 
not enough". 
For Mr i^ason that work had to be in the formal economy i -
F.P. "(What about fiddle work)?" 
A.M. " I wouldn't feel happy in that situation. To me, you're either 'working' 
or you're 'not working'." 
F.P. "But i f you're not getting enough money?" 
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A.M. "Well this i s i t ; this i s why I don't criticise anybody that's really 
doing i t . But on the other hand i t wouldn't be ne. 1 would have to 
work or not work". 
Mr Mason in fact did get a job in a snail to nediun sized engineering company, 
at his trade, but he felt very insecure. He was expecting to be made redundant 
again in the next few weeks, and he said that i f i t did happen again he would 
try to move out of engineering into something more Btable. He said that this 
was "common sense for someone of his age". So he was 'keeping an eye open* for 
a secure job. 
P.P. "When yox>8ay you've had enough of engineering do you mean that you've 
had enough of factories altogether?" 
A.M. "Yes, I think so. I think so, because what I'd like i s a steady and 
secure job; and I cannot see one in engineering nowadays". 
F.P. "Do you mean that even i f i t meant a drop in pay?" 
A.M. "Oh yes. Yes. I'm not greatly worried about money as long as I've got 
enough to get by on ". 
F.P. "Would i t bother you at a l l to take a job which some might say was a bit 
of a drop in status?" 
A.M. "Status? Mo. Hot at a l l . Ho i t wouldn't bother ne that type of work now. 
Not-^ at a l l " . 
The reason i t 'wouldn't bother' him was because his main concern was to find a 
secure job. He did not see jobs in his trade as offering a stable future. 
F.P. "One or two people have said jobs like warehousemen or stores" 
A.M. "Yes". 
F.P. "That sort of place?" 
A.M. "Yes I could stand something like that i f i t was secure, I think". 
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But despite Mr Mason's preference for secure Jobs, out of the trade i f necessary* 
he said that should he be made redundant again be aight in fact take another 
unstable engineering Job again} he "aight have no choice". 
A.M. "Oh I couldn't get a Job as a postman at my age. Oh I'd consider i t | 
I'd consider anything. Don't get ae wrong, I aight have to start in 
engineering again when this Job pays off t I amy have to* but i t ' l l not 
be through choice| i t ' l l be because there's nothing else". 
When Mr Mason said that he aight have 'no choice' he meant that the opportunity 
aight not arise to go into the kind of Job he preferred} consequently he aight 
have to make do with second best. In comparison to being unemployed even a 
'second best' Job nay be better than no Job, and so bad were Mr Mason's 
experiences on the Dole that he would probably choose to take the Job. Other men 
might not have accepted i t , especially i f they had not been out of work long or 
i f they were confident of their market power. 
The acceptance of a Job in engineering would not necessarily mean that his 
orientation toward a secure Job would cease} a Job could simply be accepted until 
the opportunity for a preferred type of employment arose. 
7 months later, at the time of the follow-up interview, Allan Mason was s t i l l in 
in the same Job. 
CASE TWELVE 
Mr Whits was 33, married with young children. He was at Scotswood 11 years and at 
Blswick another 7. His last Job at Scotswood was as a Jig Borer. He was 
unemployed 6 months before getting his current Job as a Horizontal Borer. 
As was commonly the case Mr White had a rest for a few weeks after leaving Scotswood} 
then i t seeas he no longer wanted to stay out of work, but he could not get a Job, 
and unemployment started to have i t s effect. 
P.P. "Did you have a bit of a holiday at f i r s t when you left Scotswood?" 
N.W. "Well I gave myself about a fortnight or a nonth, then I started looking 
in the Job Centre* once the nonth was up, I don't know about anybody alas 
but I WM bored s t i f f . You know, I like to go to work. As I say, 
the f i r s t few weeks wese OK, but after that you got bored s t i f f , with 
»irng<nff around the house - getting in the way of the wife, you know". 
By the tine six Months unemployment had been reached i t seons that Mr White was 
getting to the stage of 'trading down', of considering fron his point of view 
'worse' jobs. 
F.P. " I t was getting a bit worrying was i t ? " 
H.W. "Yes. Six aonths! I was sick of i t . I wanted any type of work as 
long aa the noney was better than the Dole. I t was very worrying, 
especially when you've got a family and two kids and a house you know. 
The ^ole was no good". 
F.P. "Did you think of looking for any jobs outside your trade?". 
N.W. " I did, yes. I even thought about .... I tried to get an interview for 
a Security job} but i t was my father that persuaded us to stay in the trade; 
he said 'You're s t i l l young! you've got a trade; you should have a stiok 
at i t * . So I did". 
F.P. "Why did you look outside the trade?" 
N.W. " I think i t was just with being on the Dole. You get depressed^sitting 
around doing nothing. I f anything came along that money-wise was OK I'd 
take i t " . 
The job Mr White got was in a small engineering firm that was sadly lacking 
in equipment. He was not happy where he was but i t was better than nothingi 
i f something better came up he would take i t . 
F.P. "Are you in any way disillusioned with engineering?" 
N.W. "Oh I wasn't at Scotswood| but up here, you know, when you've seen 
the two sides - Scotswood had good machines, good tools aad that -| but 
I went up there (to current employment) and there was no tool-room; you 
know, IWM a bit disillusioned after I had been there a few weeks. 
You know, I was 'Oh great! I've got a job. I can start'. But after a 
couple of weeks there, there were no tools, poor aaohines ... and you wore 
supposed to get stuck in and make the most of i t " . 
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F.F. "So i s i t sore of 'just a Job1?" 
I.W. " 'Just a Job*. I dare say i f I could get a better Job I would be away... 
I'a not happy. My wife could t e l l you. Some nights I cone hone sicks 
but as I say *It's a Job*. I've Just got to hope that something else 
comes along"• 
Mr White s t i l l had the sane Job at the time of the follow-up interview 
6 months later. 
The emphasis in these case studies has been on the way that lengthening 
unemployment can induce people to change their ideas of the sort of work they 
would choose/accept. But we have pointed out that the influence of not having 
a Job will vary according to a number of factors, including in particular, we 
think, those relating to a person's actual or perceived strength in the market. 
Age has been highlighted for this reason, although we recognise that a person's 
position in the life-cycle has other significant implications other than 
simply the fact of changing market-power. 
Because length of period unemployed i s not a toally independent variable then the 
actual partioular time a person has to be out of work before he/she i s affected -
i f at a l l - will vary. I t may be, for example, that where a person enters the 
state of unenployaent already very pessimistic about chances of regaining a 
preferred type of job, he may be very quick to change his ideas of acceptable 
work. Another person, on the other hand, believing himself to possess a 
particularly strong s k i l l , or/and having substantial financial and social 
resources to c a l l upon, may not restructure his orientation towards work for 
some considerable time. There are in other words a number of variables involved, 
of which 'period of tine out of work' i s likely to be Just one - albeit a 
particularly significant one. 
What could also be important i s whether or not a person has experienced 
unemployment before and whether any new job i s thought likely to last. That 
i s to say those locked into a cycle of recurrent unemployment, or who have 
dropped into an unstable sector, may also change their ideas of suitable work -
inducing, for example, people to re-orientate themselves towards getting a 
secure job. 
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Three ease studies will be used to illustrate these points in brief | i t i s 
recognised that they are somewhat tangential to the main object of this chapter -
to discuss the progressive effects of single period unemployment - and as they 
will not be dealt with at great length. 
CASE THlflTKKM 
Arthur Bellingham was 33, married with young children* He was at Scotswood 
15 very insecure years, frequently narrowly avoiding redundancy, as a non-
time-served 'Universal Grinder'. He was only unemployed one month before 
getting a Job 'in his trade' at Churchills Engineering. 
Before Mr Bell Ingham was finally paid off from Scotswood he was sent by the 
Job Centre to a l i t t l e engineering fiat near by to Churchills Engineering, 
which sub-contracted out the work. But Mr Bellingham did not take up the offer 
of a job because he did not think there would be much security with them. These 
l i t t l e firms that rely on sub-contract work, said Mr Bellingham, are the f i r s t 
to get 'chopped' when a firm like Churchills starts to contract. He said he 
thought that there were 'dozens' of such l i t t l e firms doing work for big firms 
like Churchills. 
Although Mr Bellingham rejected this job offer, he said that afterTteing made 
redundant the experience of unemployment hit him so hard that he was very 
quickly prepared to accept 'almost anything', although given the opportunity he 
would s t i l l prefer work that was secure - even work outside the trade in the 
Post Office. 
F.P. "Some people say that when they've been unemployed for a while then they 
kind of lower their sights". 
A.B. " I don't think you can think straight". 
Wife "Veil you would have taken anything wouldn't you?" 
A.B. "Oh I would have taken anything". 
F.P. "Outside your trade?" 
A.B. "Yes. Zt h i t me so hard". 
v i f e " I think i t ' s very demoralising for a man to be made redundant". 
A.B. "Vhen you go doim to that place i t ' s like going into hell. I t really i s 
terrible, degrading, to have to go down there. And you know what I was 
like when I got the giro, i t was terrible having to go to that Post Office 
and hand i t over. I mean that was terrible. It'-was terrible having to go 
down to sign on... I mean there's people there who don't want a Jobf and 
you're amongst theai and you're having to queue up with them". 
Vife "You're not Just getting out of bed to go and sign on with no intention of 
looking for a job anyway, or trying to get a Job. The stigaa i s attached 
to you because you're classed with those people anyway"• 
A.B. "You've got no respect whatsoever i n that placet you're really on the bottom. 
It' s terrible. I think i t ' s terrible.'." 
F.P. "When you said that you might have considered anything, did you mean 
actually 'anything'?" 
A.B. "Veil what do you do? I mean i f you can get a job that pays £10 better 
than Dole money you'll take i t ... This is what I said at Churchills; 
i f I could get the same money at Churchills as I could get on the Dole I 
would s t i l l keep my job - because I would have self-respect. I t ' s as 
bad as that - even less money. There's no way that I would give up my job 
to go back to that - i f I could do anything about i t " . 
P.P. "So that would explain why a l o t of people have taken jobs which seem to 
me to be low paid?" 
A.B. "Oh yes. Oh, they'll take anything. Anything.' They'd sooner cut the 
grass on the Town Moor for £10 a week rather than go down there. I t ' s 
making people worse. You know, i t tears you apart. And every time that 
phone used to ring I used to jump through the roof. I always used to be 
a bag of nerves." 
At the time of the follow-up interview, 3 months later, Mr Bellingham was s t i l l 
at Churchills but he was on a two day week. 
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CASE F0URTBK5 
Bernard Strong was 36, married with young children. At Seotswood he was a 
Machine-shop foreman. He m i there for 20 years. He was unemployed for 
6 weeks before getting his eurrent job at Liner Engineering as a foreman. His 
wife wofcfeed part-4ine as a typist. 
Daring the short period hems unemployed Mr Strong discriminated in favour of 
'foreman* jobs, but towards the end of the period he was beginning to lower 
his sights. 
B.S. " I hung on and hung on for 5 or 6 weeks and then I got an offer of a job -
which I thought was a secure firmi i t was a multi-million pound 
organisation that was backing i t | but we are going the same wayi we've been 
h i t by more redundancies, and now we're on short tine again". 
P.P. "When you say you 'held back' does that mean that you think you could 
have got another job i f you wanted?" 
B.S. "Possibly, i f I'd gone back onto the toolsi I have tried to keep 
my staff job, whereas otherwise I would possibly have had a job within 
5 weeks". 
B.S. "When I was getting towards the five week mark I was getting to the 
point ihere Z would have taken anything! I would have gone back on the 
tools| but obviously I wanted to try and keep my staff status". 
At about the same time that Hr Strong was offered a job as foreman by Liner 
Engineering, he was also offered another foreman's job by a small engineering 
firmf but he chose Liner because he thought i t would be more securei-
B.S. " I had a chance of a foreman's job down at a place i n Blaydon - a small 
factory down there. At this time I knew I had a job at Liner (but the 
manager of the small place said) 'Let me know over the phone and I ' l l 
see to i t for you*. But anyway I had a good think about i t and at the 
tine Liner had a l o t of work, and i t was a much bigger concern, and, as 
I said, I had been told that i t was a multi-million pound organisationi 
ao I thought 'Oh well, you're nfe*. Vhmi I think about i t later I 
was wrong! hut tho idea was that you got yourself ia aaothor aioho i n 
anothertorg&nieation where you wore safe aad you wars oxadlod by moneys 
you wore safe. That's what I thought. So Z phoned his up and told his 
I wasn't taking that l i t t l e Job down there. To ne i t was one of these 
l i t t l e one-horse-town l i t t l e f i rss that I wasn't sure how long i t would 
last. But they're s t i l l going strong down there. They're doing better 
than the f i r s I work for". 
B.S. The way I look at i t i f i t i s a snailer place i t ' s such easier to go 
busti or that was ny line of thought anywayi X'n not so sure now. 
You know, Viekers and a lo t of these places that are shutting down, 
they're a l l s u l t i - * i l l i o n pound organisations"• 
Although Mr Strong suffered comparatively l i t t l e unenploynent after Sootswood 
closed the general level of uncertainty in engineering appeared to be making 
him more susceptible to new ideas of suitable works-
B.S. "At the back of my mind now - I've talked i t over with ny wife a few timest 
we talk about i t now quite a b i t - and I've said I'd gladly Just get a 
complete change and come out of engineering, even i f the money wasn't 
there, i f I could get a secure Job. I mean, really, that's a l l you've 
got to think about now, a secure Job. You talk to follows now who are 45 
and they can't get a Job because they're too oldt well, i t ' s ridiculous! " 
Bernard Strong was s t i l l at Liner Engineering 6 months later at the tine of the 
follow-up interviews, but he "was not very happy". 
CASE FIFTEEN 
Mr Straw was 47, married with young children. He was a labourer at Scotswood 
for 23 years. After the redundancy he was unenployed for 5 weeks before getting 
a Job ia the foundry of Parsons Engineering as a labourer. 
Even Just 5 weeks unenploynent affected him. He thought i t affected him 
particularly badly because he had never been out of work before. He said he 
could not sleep at nighti things were always on his mind. I t was "a very 
unsettling tine". 
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As i t happened he got the chance of two Jobs at the sane tine - one in the 
Post Office, and believed to he secure, and the one he chose at Parsons 
Engineering, which offered what he particularly wantedi constant night-shift. 
J.S. " I tried to get away (fron engineering), but this lad (in the Club) said 
' I ' l l speak for you'i I said 'Oh no, I want to get out of engineering 
(because of the insecurity). Then I said 'Go on, you can speak for us' 
because I was getting - i t was only 5 weeks unenploynent but i t was s t i l l 
day after day. When this Job oame through he said 'The Foundry*! I said 
'Oh!' - but i t was constant night-shift. And that was the only thing I 
took the Job for - because i t was constant night-shift". 
But at Parsons he was s t i l l unsettled and he thought he was too hasty taking 
this Job in preference to the believed more secure, but lower paid. Post Office 
Jobi-
J.S. I regret knocking the post Office Job back - going »und cleaning the 
sub-stationst but i f I had sat down for a day and thought about i t ! I 
•ean now a person Just wants a guaranteed Job. Here at Parsons i f they 
took £5 off (your wage) you'd s t i l l be happy to keep your Job. Veil I'n 
Just speaking for myself t I'n 47". 
Before taking the Job at Parsons he considered going after a Job as a porter but 
i t involved working d i f f i c u l t shifts and the pay was low so he did not follow 
through his i n i t i a l interest. However, after experiencing the insecurity of 
Parsons he said he would accept the porter Job. 
J.S. "A f i m wanted a porter-ewa-handyaan and I wrote in Just to check i t , and 
the wage. I think i t was £70 on the top but i t was two split-shifts -
•orning and evening with a k or 5 hour break i n between. But with bus-fares 
(twice a day) and off-takes i t was down to £50. I t wasn't worth i t . 
But I suppose i f I got finished here now I would snap up a Job like that -
Just any_ Job". 
F.P. "Bather than be on the Dole?" 
J.S. "Rather than be on the Dole. Yes". 
Undoubtedly i t was Mr Straw's evaluation of his chances of getting work, as 
a labourer and as an older nan, whioh was particularly significant in colouring 
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his ideas about the sorts of jobs he would accept. I f he was to be made 
redundant again he believed he would take a low paying job and one involving 
shifts he did not like. Above a l l he wanted securityi 
J.S. " I Just want somebody who could say to ae 'You sign that contracti 
you're i n here for 5 J M » ' I I Man I wouldn't care less where they 
put us, or what job I had to do, as long as I had that guarantee... 
I only care about a job". 
Jack Straw s t i l l had the saae job at the time of the follow-up interview 
three nonths later, but he was s t i l l worried. 
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COMGLPSIOy 
The chapter pursued the general these of the thesis, that of relating people's 
requirements, perceptions, preferences, and choioes to the workings of labour 
markets. A sub-theme has been to show how people's ideas of suitable or 
acceptable work can change according to specific oircusstanees. I t has been 
suggested that the restructuring of orientations, and the way that people 
aay find their own way to positions where they are needed i n the Job-structure, 
amy play a v i t a l role in the efficient functioning of the economy. 
Emphasis on this restructuring process has been placed in this chapter on the 
effects of redundancy, and particularly the experience of unemployment. 
Newcastle City Council, in their Tress Redundancy Study, found that the men's 
experiences i n a depressed labour market led them to "revise their expectations 
downwards" and look for alternative kinds of employmenti this strong tendency 
to go after jobs not previously considered was associated with increasing length 
of unenployment. We agree with the Council's conclusions, and have offered a 
number of ease studies to illustrate how men, particularly amongst the skilled 
and semi-skilled, tended, with increasing length of unemployment, to restructure 
their orientations. 
Our evidence suggested that the main determinants of the restructuring w»re the 
experience of unemployment it s e l f - with i t s financial, social, and 
psychological pressures and a person's evaluation of his strength in the 
market. Those perceiving themselves as weakest i n the market have been judged 
to be most likely to 'trade down', and go for second preference jobs, quickest. 
Older people were seen as a broad category of men particularly likely to 
perceive themselves as relatively disadvantaged, and judging from the evidence 
of the Tress Redundancy study, plus the recounting of experiences of our samples, 
the older men's pessimism seemed to be realistic. 
The decision to go for worse jobs would often follow a change of comparison, 
from comparing possible future jobs with a man's last job to comparing with 
no job. There was a suggestion that this alteration in points of comparison 
could be accompanied by a change i n the way a job's wage offer was evaluated -
from some notion of 'wage per hour' to 'maximum wage per week' regardless of 
hours. Depending on which yardstick i s used, possible employments are likely 
to bt standardised and eonparsd differently. Thus when the novenent i s from 
'wags per hour' to 'maximum wage per week', then the tine involved i n travel 
to work and the length of the working day become less significant. Jobs previously 
considered poorly paid in terns of, say, a standard 40 hour week nay then be 
thought of as reasonably 'well paid' in terns of maximum earnings per week 
regardless of hours. This theme, of the standard by which the economic rewards 
of a Job are measured, is continued in the next chapter. 
Ve saw i n this chapter that men were liable to rationally consider different 
strategies to achieve their objectives. Hen could deoide to go after, or accept, 
inferior Jobs with the intention of using them as stepping stones onto something 
better. Such inferior Jobs nay be much less than ideally preferred but they were 
s t i l l likely to be better than prolonged unemployment. The notion of staying in 
a Job until something better came up was quite common. For these men, then, 
the acceptance of inferior employment was seen as a temporary situation. 
Other men would also take apparently inferior Jobs but not be considering them as 
a stop-gap. These would be typically older men who gave very high priority to 
getting secure work that would last u n t i l retirement. 
A commonly considered strategy for alleviating the financial costs of unemployment 
was to get work i n the informal •fiddle* economy, but the strong impression was 
that very few men from Tress, and even less fas* Scotswood, managed to get such 
work. Particular impediments to getting such work appeared to include lack of a 
useable s k i l l , lack of equipment, age, and fear of the legal consequences, -
although there could have been other factoa as well. Hardly anybody amongst our 
samples actually disapproved of unemployed men engaging in such activities. 
Another strategy was to go on a training course. But not many men actually 
followed such a course of action. Commonly men would say such courses were 
pointless for people of their sgs or that the 'skills' learnt would be of l i t t l e use. 
Of those that had seriously considered the training courses, as many mentioned the 
attraction of a financial allowance as did those who mentioned the opportunity to 
learn a new s k i l l . I t was notable that where there was an attraction of acquiring 
a new s k i l l i t ' s attraction was Just as likely to be in i t s value i n the Informal 
Economy as much as in the Formal one. 
Lengthening unemployment tended to result i n a lowering of standards with the 
gradual dropping off of provisos or restrictions to the sorts of Jobs people 
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would take $ people weakest la the market and those lowest in the s k i l l hierarchy 
would likely stmt off with least restrictions, and would effectively be exercising 
least choice. People at the bottom had less opportunity to trade down. Statements 
«i*1Mng 'no choice' could not, however, be automatically taken at face valuei 
selection could stillbe taking place. Often what was meant by 'not having any 
choice' was being under pressure to take Jobs much worse than would ideally be 
liked t but there would s t i l l be Jobs which for one reason or another were being 
selected out or excluded from consideration. 
Some ideas of suitable or appropriate work may be based on certain assumptions 
or taken for granted environmental social circumstances. I t could be that some 
types of jobs are not even thought about as possibilities. For example, cleaning 
other people's hones might be considered a viable option by some women, but seems 
less likely to be considered so by men. This could be because of the low pay, or 
even lack of opportunity! but i t seems particularly likely to be because such 
work would be classified as 'women's work'. 
The tensions and distinctions between men and women's work form the parameters 
of possible work strategies in other areas. An individual's ideas of suitable 
work may only be formed i n relation to some notion of a household work strategy i 
this would Include not only the division of work and responsibilities i n the 
hone but also the relationship of household members to the formal economy. The 
activities of one or more household nembers are likely to constrain or encourage 
the activities of others. An individual's labour market decisions may be made in 
the light of, and i n relation to, his household work strategies| and the taking 
of certain jobs may only be feasible i f alterations are made to household work 
organisation. But the re-organisation of household duties, and possible 
alterations i n definitions of primary or secondary earners, may involve the 
challenging of hard held assumptions which may meet with varying degrees of 
resistance. The consideration of certain jobs, therefore, may depend on a 
fundamental change i n a long-established pattern of behaviour or organisation. 
This 'hard level' which is particularly resistant to changing ideas of work 
suitability, and which thereby forms one of the structural parameters to an 
individual's viewpoint on the jobs market, need not only be a product of 
gender and household relationships, but also such factors as restrictions on 
housing nobility, links to particular communities or even countries, and the 
availability and level of alternative sources of financial resources - including 
friends and relatives, the State, and the Informal Economy. 
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CHAPTER VIII 
Shift-Work/Earnings/Work-Plaoe Size Office Work 
In t h i s study so far we have t r i e d to evaluate the part possible work 
objectives and job a t t r i b u t e s played i n attracting or r e p e l l i n g people 
to and from jobs. Unfortunately time and space only allow for us to 
t r e a t adequately a s m a l l p a r t of the data we c o l l e c t e d , with the 
consequence that a f u l l a n a l y s i s of other factors cannot be included. 
However, we think most of the more s i g n i f i c a n t structuring agents - as 
measured i n Chapter I I I - have been d e a l t with a t length, w h i l s t we 
are able to make at l e a s t some brief reference to other factors i n t h i s 
chapter now below. 
Shift-work 
66% of men from Scots wood and a l s o 66% of men from Tress commented on 
aspects of shift-work. 
From what the men s a i d there seem to be a number of s h i f t - s y s t e m s 
operating i n engineering, the most common of which appear to be the 
f o l l o w i n g : 'Week and Week About' (one week on day-shift followed by 
one week on n i g h t - s h i f t ) ; 'Fortnight About'? a 'Three S h i f t System' 
where the 24 hour c l o c k i s broken up i n t o three periods (such as 6 
t i l l 2, 2 t i l l 10, 10 t i l l 6); and a 'Rotating ( C o n t i n e n t a l ) Three 
S h i f t System', where the s t a r t i n g times are continually changing as 
the s h i f t periods rotate through the week. Also, of course, plants, 
or i n d i v i d u a l s i n p l a n t s , may work e i t h e r 'Constant D a y - s h i f t ' or 
'Constant Night-shift'. 
People's a t t i t u d e s towards working d i f f e r e n t s h i f t systems and/or 
p a r t i c u l a r s h i f t periods - such as 'night'-shift - vary according to 
t h e i r age, expectations, f a m i l y circumstances and o r i e n t a t i o n s . 
Responses r e f l e c t i n g the varying positions of different workers have 
been tabulated on the pages overleaf. 
Cases -Shift-work Comments - Sootswood Workers 
1. Working ni g h t - s h i f t never bothered him - but h i s wife hates i t . 
2. He used to enjoy n i g h t - s h i f t because of long weekend; but 
preferred day-shift 'in i t s e l f ; w i l l work s h i f t s i f he 'has' to. 
3. Shift-work i s 'normal' i n engineering but he doesn't l i k e i t ; he 
w i l l stay a t current job because there's no n i g h t - s h i f t . 
4. Shift-work didn't bother him when s i n g l e ; but now married and 
' i t ' s no good for f a m i l i e s because you don't see each other'; he 
w i l l work s h i f t s i f he 'has' to. 
5. Doesn't l i k e shift-work, e s p e c i a l l y n i g h t - s h i f t . 
6. P a r t i c u l a r l y d i s l i k e s s h ift-work, but he's unemployed and he's 
considering doing i t . 
7. Turned down jobs after Scotswood that were constant n i g h t - s h i f t 
or ' f o r t n i g h t about'. He's 'too o l d f o r i t ' . 
8. He worked *"fortnight about a l l h i s l i f e and has always hated 
night-shift; e s p e c i a l l y as he gets older. 
9. Doesn't l i k e shift-work, p a r t i c u l a r l y night-shift. But there are 
compensations of long week-ends and extra money. 
10. He got used to working ' f o r t n i g h t about 1, but he p a r t i c u l a r l y 
does not l i k e 3 s h i f t systems. 
11. He doesn't l i k e shift-work, but he w i l l do i t . 
12. Shift-work wouldn't put him o f f a job. He p r e f e r s ' f o r t n i g h t 
about 1 because you have longer to get acclimatised. 
13. Shift-work has never bothered him because he was i n t e r e s t e d i n 
hi s job. 
14. Hates shift-work and l e f t Niche l i s to avoid n i g h t - s h i f t and go on 
a day-shift job. 
15. Does not l i k e a l t e r n a t e s h i f t - w o r k i n g ; but p r e f e r s constant 
n i g h t - s h i f t because i t pays more; wife doesn't l i k e i t . 
16. He did not mind n i g h t - s h i f t and you could earn more money. 
17. He l i k e d working night s h i f t ; but his wife did not l i k e i t . 
18. Shift-work does not bother him much, but given a choice he would 
not do i t . 
19. He's unemployed and he's now 'prepared to do shift-work'. 
20. He does not l i k e shift-work but he w i l l do i t i f he has to. 
21. Never got used to ' f o r t n i g h t about' and i s t h a n k f u l t h a t h i s 
present job i s constant day-shift. 
22. Does not want to work night-shift, or Continental s h i f t s ; but he 
w i l l do s h i f t s i f he 'has' to. 
264. 
Shift-work Comments - Scotswood Workers (Continued) 
23. Shift-work or n i g h t - s h i f t 'never worried me at a l l 1 . 
24. L i k e s constant n i g h t - s h i f t - f i t s i n with family arrangements; 
i t ' s more money; long weekends. 
25. 'The n i g h t - s h i f t got me down. I've done i t s i n c e I was 18 but I 
s t i l l didn't get used to i t . ' 
26. Does not l i k e s h i f t s ; p r e f e r s to work e i t h e r constant days or 
constant nights. 
27. He did not l i k e working shift-work a t Scotswood; he i s glad he i s 
now on constant day-shift. 
28. P a r t i c u l a r l y does not want to work n i g h t - s h i f t ; i t r u i n s h i s 
s o c i a l l i f e and the wife does not l i k e i t . 
29. P a r t i c u l a r l y does not l i k e n i g h t - s h i f t but would do i t i f he 
'has' to; he does not mind other s h i f t times. 
30. He cannot stand working s h i f t s , p a r t i c u l a r l y a 3 s h i f t system. 
31. He got used to working s h i f t s , and the money made up for i t . 
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Cases Shift-work Comments - Tress Workers 
v 
1. Doesn't l i k e shift-work a t current job which takes him away from 
home and n i g h t - l i f e . 
2. He did constant n i g h t - s h i f t a t Tress by choice because i t f i t t e d 
i n with f a m i l y arrangements and the wife's job, and because he 
did not l i k e working alt e r n a t e s h i f t s . He w i l l work alte r n a t e 
s h i f t s i f he 'has' to. 
3. He d i d constant n i g h t - s h i f t a t T r e s s by choice; he was 'more 
suited to i t ' and i t paid better money. 
4. Been on constant n i g h t s h i f t for 5 years and s t i l l not used to i t 
- a f f e c t s h i s stomach; but would do i t by choice because i t ' s 
better paid; there's l e s s supervision; and i t f i t s i n with family 
arrangements. 
5. Likes and p r e f e r s constant n i g h t - s h i f t ' I t doesn't bother me a t 
a l l ' . 
6. Does not l i k e n i g h t - s h i f t and Continental s h i f t s - but would do 
them i f he 'had' to i f the money was good enough. 
7. I t was 'not a drudge' to go on n i g h t - s h i f t , but he would p r e f e r 
not to do i t . 
8. Hated r o t a t i n g ( C o n t i n e n t a l ) s h i f t system; but he would do i t 
again i f unemployment forces him to do so. 
9. Has never l i k e d 3 s h i f t system; but used to alternate s h i f t s and 
i t 'doesn't bother' him now. 
10. Has heard t h a t the Power S t a t i o n i s a good job but he does not 
l i k e the rotating (Continental) s h i f t s . 
11. He d i d not l i k e s h i f t - w o r k , but ' I didn't hate i t l i k e some 
people do'. 
12. After. T r e s s he would not afcept jobs i n v o l v i n g shift-work; he 
wanted a constant day-shift job. 
13. He does not l i k e s h i f t s - e s p e c i a l l y night-shift. Ignored a job 
on the buses because of the s h i f t s . 
14. He does not l i k e shift-work, e s p e c i a l l y 3 Bhiftsj but he w i l l do 
i t i f he has to. 
15. He would do shift-work w i l l i n g l y i f he otherwise liked the job. 
16. Shift-work 'doesn't bother' him. 
17. He did not want a n i g h t - s h i f t job and got a job working constant 
days. 
18. He's used to doing shift-work and he l i k e d working n i g h t - s h i f t a t 
Tress. 
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Shift-work Comments - Tress Workers (Continued) 
19. Did not want a ni g h t - s h i f t job because the wife did not l i k e i t ; 
but then accepted a n i g h t - s h i f t job because the job was otherwise 
worth i t . 
20. W i l l avoid shift-work i f he can because he doesn't l i k e the break 
i n routine; p a r t i c u l a r l y d i s l i k e s n i g h t - s h i f t . 
21. He does not l i k e n i g h t - s h i f t and has managed to a v o i d i t s i n c e 
Tress. 
22. Shift-work doesn't bother him. 
23. Worked a t Ever Ready but didn't l i k e the 3 s h i f t system, 
p a r t i c u l a r l y 2 t i l l 10. 
24. Does not l i k e shift-work, p a r t i c u l a r l y 'week and week about', but 
w i l l do i t i f he 'has' to. 
The perhaps not surpr i s i n g general impression from our interviews i s 
th a t for the l a r g e m a j o r i t y of our respondents, given a choice, and 
other things being equal, they would not work s h i f t s - i n p a r t i c u l a r 
the 'Continental' rotating s h i f t s - and, to a l e s s e r extent, would not 
work constant n i g h t - s h i f t . 
Not having a s e t t l e d r o u t i n e , a f f e c t i n g people's e a t i n g h a b i t s , and 
stomachs, and s l e e p i n g h a b i t s , was the most common reason for not 
l i k i n g s h i f t s ; but a l s o mentioned was the disruption of family l i f e -
i n p a r t i c u l a r lack of contact between father and young children - and 
the disruption of s o c i a l l i f e . 
But,other things are not equal; given a choice, some people would work 
s h i f t s because of the compensations on offer. Some people said that 
working s h i f t s was simp l y a 'cost' of remaining i n engineering. But 
within engineering there are s t i l l shift-work variations. I t i s , we 
suggest, a r e f l e c t i o n of people's general aversion to shift-work that 
working 'unpopular' hours or systems normally c a r r i e s an e x t r a 
payment, i n the form of a 'shift-work allowance'. And i t i s t h i s 
extra allowance which probably creates the greatest a t t r a c t i o n . 
As we w i l l see i n the next s e c t i o n s h i f t - a l l o w a n c e may form a 
component of the earnings p o t e n t i a l of a job or firm . Hen who are 
p a r t i c u l a r l y economically orientated, we suggest, tend to chase jobs 
with the greatest earnings p o t e n t i a l - rather than, say, jobs offering 
the best r a t e f o r a 'normal' 40 hour week - and where the s h i f t 
a llowance forms a p a r t of t h a t p o t e n t i a l then working s h i f t s may be 
seen as a necessary cost. 
Apart from the f i n a n c i a l inducement of shift-work such 'unusual' hours 
for working may f i t i n with family arrangements such as where the wife 
goes out to work on the 'opposite' s h i f t , thereby ensuring there i s 
always one adult a t home to look af t e r young children. 
There i s the f u r t h e r compensatory a t t r a c t i o n of shift-work - or a t 
l e a s t n i g h t - s h i f t - that the way the system works often r e s u l t s i n men 
having long weekends. Quite a l o t of men voiced their appreciation of 
thi s f a c t . 
F i n a l l y , some men saw shift-work as a t e c h n i c a l l y necessary part of 
the p r o d u c t i o n process. That i s t o say, i f the product or d e l i v e r y 
schedules demanded you worked 'round the clock* you d i d , because tha t 
was what the j o b e n t a i l e d . For these men - ma in ly f rom Scotswood -
the compensation of work ing unpleasant hours was the i n t r i n s i c 
s a t i s f a c t i o n of 'do ing a good job*, o f ' p u l l i n g your we igh t ' i n a 
group e f f o r t . 
Generally speaking, then, sh i f t -work was something tha t most men would 
r a t h e r a v o i d i f they c o u l d , bu t everybody had a ' p r i c e ' o f such 
avoidance which they would no t exceed; the ' p r i c e ' o f ' l o n g term 
unemployment' was apparently more than everybody could a f f o r d and i t 
was qui te common f o r men to say tha t they d id not want to work s h i f t -
systems but they would ' i f they had t o ' . 
Earnings 
Economists argue that var ia t ions i n monetary reward c r u c i a l l y govern 
the d i s t r i b u t i o n of people t o j o b s . At the same t ime , people 's 
freedom t o change jobs i n response t o var ia t ions i n monetary reward 
governs, e i t h e r i n the s h o r t term or long term, the d i s t r i b u t i o n of 
wage l eve l s . In b r i e f , high wages a t t r a c t and low wages r epe l . 
I n order f o r t h i s market to work, and competitive pressures to exert 
t he i r in f luence , i t i s necessary that men have a reasonable awareness 
of the d i f f e r e n t monetary rewards on o f f e r , t h a t they are ab le t o 
compare them, and that there are no s t r u c t u r a l barr iers to movement. 
In th i s b r i e f section we o f f e r some, admittedly l i m i t e d , evidence on 
the par t economic reward ac tua l ly plays i n a labour market. 
I f 'wage l e v e l s ' i n f a c t r e f e r s t o earnings then i t i s q u i t e c l e a r 
t h a t the a c t u a l content of earnings can be q u i t e compl ica ted ; and 
because earnings can be made up of several components, each of which 
can vary over time, knowledge of what places are paying, and how they 
compare w i t h one another , would seem on the face o f i t ex t remely 
d i f f i c u l t . 
Mr Hickson got a job a f t e r Tress a t Eimco Engineering. He considered 
h i m s e l f to be w e l l p a i d and t h e r e f o r e , we would assume, u n l i k e l y t o 
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move because of being d i scon ten ted w i t h h i s wage. I f we look a t h i s 
'good pay' we can see tha t there were a number of components gathered 
together - a gathering,' we th ink , tha t i s not unusual. His earnings 
were made up of the f o l l o w i n g : 
Basic Pay 
S h i f t Allowance 
Overtime Allowance 
Guaranteed Monthly Personal Production Bonus 
Extra Bonuses on Piece-work 
Free Overalls ) 
Boot Allowance ) Fringe Benefits 
Subsidised Meals ) 
By t a k i n g a l l these components together Mr Hickson ended u p • w e l l 
p a i d ' . Moreover, he was on piece-work and he was g e t t i n g t o know the 
j o b s ; so he was g e t t i n g f a s t e r and would t h e r e f o r e expect t o s t a r t 
earning higher bonuses. 
Of the above earnings components the 'Basic Pay', 'Guaranteed Monthly 
Personal Product ion Bonus', and 'Fr inge B e n e f i t s ' , are reasonably 
s t a b l e ; the other components, however - i . e . ' (Vertime A 1 lowance 1 , 
'Shif t -Al lowance ' and ' Piece-Vork Bonuses' - are much more l i k e l y to 
vary . 
The var iab le component parts of earnings tend to vary i n r e l a t i o n to 
the amount o f work a v a i l a b l e . Where there i s l i t t l e work and these 
var iab le components - overtime, piece-work bonuses, s h i f t allowances 
e tc - drop o f f men have to depend on the wage a v a i l a b l e on the basic 
or stand-by r a t e . Where, t h e r e f o r e , ' v a r i a b l e ' money cannot be made 
then the s a l i e n t ppint of comparison becomes the basic rate - and one 
f i r m might be i n f e r i o r t o another on v a r i a b l e earnings p o t e n t i a l 
w h i l s t super io r on guaranteed base ra t e a lone . V icke r s Scotswood 
p o s s i b l y had a higher guaranteed bas ic pay than other eng inee r ing 
f i r m s but lower earnings p o t e n t i a l than piece-work f i r m s such as 
Vickers Elswick. 
Mr Charles got a j o b a f t e r Tress a t 'Thor T o o l s ' . Both Tress and 
Thor were on piecework. Tress had a much h igher guaranteed bas ic 
i . e . i f you cou ld no t make any bonus on a j o b because i t was a 'bad 
j o b ' , or i f because there was i n s u f f i c i e n t work, you were g i v e n a 
guaranteed basic payment. However, i t was possible to earn good pay 
on bonuses a t Thor < - bu t t h a t was o n l y i f you got good jobs and 
according to Mr Charles good (paying) jobs tended t o go to o ld- t imers . 
Newcomers l i k e himself tended to get the worst jobs . 
Mr Isaacs also went to 'Thor Tools ' and he confirmed that when there 
was a l o t of work you c o u l d earn, w i t h s h i f t a l lowance , good money; 
but as the work dropped o f f so d i d the money. He f u r t h e r conf i rmed 
that newcomers l o s t out and tha t when work dropped o f f i t was the new 
men l i k e h i m s e l f who ran ou t f i r s t . He s a i d t h a t even when, a t the 
time of i n t e r view,he got work he cou ld no t make any th ing pay and so 
was los ing bonus. So he had dropped almost to the comparatively low 
basic pay. 
We suggest tha t i t would be changes i n the va r i ab le components, mostly 
governed by the a v a i l a b i l i t y of work, tha t are responsible f o r much 
labour movement. Harold Williamson described Elswick thus: 
H.W. "Elswick had a r a p i d changeover a l l the t ime; you've got a 
c e r t a i n l o t of people w h o ' l l "chase the money"; and they 
chase where there ' s a l o t of ove r t ime and h igh piece r a t e s ; 
and as soon as the overtime s ta r t s ge t t ing chopped - which i s 
o n l y n a t u r a l once you got on top o f your workload - the 
ove r t ime w i l l go down - they j u s t used t o pack up and move 
on." 
That i s to say people who are p a r t i c u l a r l y economically orientated are 
out to maximise t he i r earnings even where ' t r ade -o f costs of s h i f t -
work, overtime, e tc are i n v o l v e d . Such people are u n l i k e l y to compare 
according to some common standard of a 'normal' 40 hour day s h i f t but 
rather opportunit ies f o r 'making' the greatest earnings. Such people 
are locked i n t o a 'chop and change' s t r a t e g y and w i l l jump f rom f i r m 
t o f i r m as ' pay ing ' work drops o f f a t one p l ace and increases a t 
another. Firms wi th work tha t f luc tua tes r e g u l a r l y are l i k e l y to be 
commonly v i s i t e d by these men. Scots wood was sa id t o be 'on the 
c i r c u i t ' , and tha t i s why i t s closure a f fec ted not only the res idual 
incumbent workforce but also the chop and change ' f l o a t e r s ' . 
There i s no doubt that r e l a t i v e changes i n earnings can and w i l l tend 
t o push some men f rom the lower paying t o the higher paying f i r m s . 
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Economic theory , however, suggests t h a t t h i s i s the f o r c e t h a t 
underl ies a l l job change. I t i s said tha t job change, and appropriate 
a l t e r a t i ons i n wage inducements, r e f l e c t one another, r e l y i n g on the 
p o p u l a t i o n a t l a r g e t o make mean ingfu l wage comparisons and move 
towards f i r m s o f f e r i n g the best ' d ea l s ' . Wage l e v e l s and labour 
a v a i l a b i l i t y are thought of as the aggregate outcome of the propensity 
of a l l market members to trade compet i t ively and f r e e l y w i t h good to 
'perfect ' knowledge of o p t i o n s . 
One assumption i s that a l l men are comparing the same th ing . I n f a c t , 
i t seems t h a t people 's ideas of what c o n s t i t u t e s 'good pay' can 
d i f f e r . We have a l r eady seen t h a t some men guage a good paying f i r m 
by what i t i s op t ima l ly possible to earn, regardless of e f f o r t , hours, 
s h i f t s e t c . John Davidson, f o r example, a navvy, thought Scotswood 
was a 'good money p l a c e ' ; but f o r h i s 'good money' Mr Davidson had to 
work 5 normal days, p l u s 3 h a l f - s h i f t s , p l u s time on Saturdays and 
Sundays; so although pay per hour was r e l a t i v e l y low, pay per week was 
r e l a t i v e l y high. Some labourers a t Tress a lso praised the i r employer 
f o r being a 'good payer 1 because there was f r e q u e n t l y p l e n t y of 
overtime - not because hourly rates were good. 
However, not a l l men w i l l n e c e s s a r i l y compare and e v a l u a t e pay i n 
these terms. They might have some idea of a 'normal' week - such as a 
40 hour d a y - s h i f t - and t r y t o measure wage o f f e r s a c c o r d i n g l y . 
A l t e r n a t i v e l y , t he i r 'pay' evaluat ions may be i n d i v i s i b l e from other 
cons idera t ions such as the e f f o r t i n v o l v e d - a f i r m might be ' w e l l 
paying i f you work f o r i t * . 
Mr H a l l , a j i g borer a t Scotswood, was someone who tended to compare 
according to a ' s tandard ' 40 hour week. He argued t h a t t h i s was the 
standard a l l men a t Scotswood should have been using when evalua t ing 
the value of t he i r pay but many i n f a c t were not. He claimed that a t 
one time the men a t Scotswood were ' f o o l e d ' i n t o t h i n k i n g they had 
comparable pay to other f ac to r i e s . Apparently, the in t roduct ion of a 
3 s h i f t system l e d t o a s i g n i f i c a n t increase of pay thanks t o s h i f t 
allowances f o r working the 'unpopular' s h i f t s of 2 t i l l 10 and n i g h t -
s h i f t ; but when the 3 s h i f t system was stopped these s h i f t allowances 
were a l s o stopped and consequently the pay dropped back. For a 
'normal ' s h i f t , then, i t cou ld be argued, the pay was ' r e a l l y ' poor . 
There was the f u r t h e r complication that a t Scotswood earnings could be 
boosted by working over t ime - which apparently was 'normal 1 . Again, 
i t could be argued, t h i s could mask how good the pay was f o r 40 hours. 
David Haigh also made the l a t t e r po in t , tha t overtime a t Scotswood h id 
the ' r e a l ' va lue o f earn ings . He was a m u l t i p l e j o b changer and as 
such he c la imed t o have had a b e t t e r idea o f how Scotswood compared 
wi th other places: 
D.H. " I ' v e been a round and the Scotswood pay was l o w . A t 
Scotswood you c o u l d always work a l o t of o v e r t i m e ; t h e i r 
wages were f a l s e because they were g e t t i n g wages w i t h 
over t ime a l l the t ime; but when t h a t stopped as i t d i d once 
about 6 weeks before i t closed - they went very slack - and 
there was no ove r t ime , then you found t h a t the wage wasn't 
very good - because they were t h a t used t o hav ing t h i s 
continuous over t ime and then a l l o f a sudden i t stopped; 
tha t ' s when you found out tha t the wage wasn't very good." 
A l l t h i s goes to suggest t h a t i t i s d o u b t f u l whether a l l men were 
making the same k inds of comparisons and measurements of pay, which 
throws i n t o doubt the e f f e c t i v e n e s s of the 'wage r a t e ' as the ' p r i c e 
i n d i c a t o r ' f o r men i n the labour market and as p a r t of a genera l 
e q u i l i b r i a t i n g mechanism. 
There i s a lso the question of the extent of some people's knowledge of 
the sorts of monetary rewards on o f f e r i n the various employments and 
how t h e i r present wages compared. On the one hand people seemed t o 
have f a i r l y strong convictions that t he i r pay a t Tress and Scotswood 
was 'good' and r e l a t i v e l y 'poor ' r e s p e c t i v e l y , and post c losu re 
employment experiences seemed to b road ly c o n f i r m t h e i r op in ions ; 
moreover, f o r 'chop and changers' t o 'chase the money' we must assume 
t h a t these people a t l e a s t must be ab le t o p i c k up some r e l e v a n t 
i n f o r m a t i o n ; a l s o some of the men who worked a t Tress s a id they went 
there subsequent to hearing about the good pay. 
On the other hand the impression given of the men's general knowledge 
of what various f i rms were paying was tha t a t best i t was vague. Some 
men may have had some rough ideas of one or two f i rms they be l ieved to 
be 'good payers ' or of f i r m s l i k e l y t o be amongst the best and f i r m s 
l i k e l y to be amongst the worst; but such ideas were r a r e l y he ld w i t h 
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great convic t ion . There was some suggestion that there may have been 
some l o c a l knowledge. Scotswood, f o r example, was widely bel ieved to 
have been b e t t e r payers than E l swick up t o about 12 years be fo re 
closure; Ever Ready, the f i r m next to Tress, was known as good payers 
1 f o r labourers and women1. 
Most information was apparently acquired i n clubs and pubs, when 'new 
s t a r t e r s ' came to a f i r m , and by personal experience; the unemployed 
were l i k e l y t o p i c k up e x t r a i n f o r m a t i o n f rom Job Centres and 
newspapers. With workers depending so much f o r t he i r knowledge of the 
market on i n f o r m a t i o n passed on by o the r s , there may have been 
problems of i n t e rp re t a t i on and comparison. For example, d id reported 
payments include overtime or shif twork? I f the f i r m worked piecework, 
how easy was i t to make the money? Was the money regular? Were there 
f r i n g e b e n e f i t s ? Could the i n f o r m a n t be b e l i e v e d a t a l l ? Men 
complained t h a t even i n Job Centres and newspapers adver t isements 
could be misleading; i f the 'wage' re fe r red to basic pay what was the 
bonus - i f any - l i ke? I f the pay includes bonus, how many hours d i d 
you work and what happened when/if bonus dropped o f f ? These were the 
so r t s of quest ions men wanted answering, but on which they may not 
have been able to get r e l i a b l e information. 
The general impression, then, was that there were r e a l d i f f i c u l t i e s i n 
men acquiring an extensive knowledge of comparative wage or earnings 
p o s s i b i l i t i e s . I t may i n f a c t have been the case t h a t most of the 
t ime many men d i d not p a r t i c u l a r l y concern themselves w i t h such 
matters - e s p e c i a l l y when the acquirement of adequate r e l i a b l e 
informat ion may have i n v o l v e d considerate e f f o r t . I t may have been 
t h a t i t was o n l y when circumstances pushed a c e r t a i n o r i e n t a t i o n t o 
the f o r e t h a t a worker then surveyed the market and ' tuned i n t o ' and 
sought out the sor t of informat ion he needed. 
Economica l ly o r i e n t e d m u l t i p l e j o b changers may through experience 
have grea ter knowledge o f , and c u l t i v a t e d more contacts i n , the 
market, and through being l inked i n to a 'chop and change' strategy may 
be more aware of and receptive to information on earnings; As one man 
p u t i t he had ' l e a r n t how t o f i n d the good j o b s ' . The labour market 
behaviour of these men, however, which most n e a r l y approximates t o 
tha t hypothesised by economic theory, should not be taken as t y p i c a l 
of the population a t la rge . 
I t was c l e a r t h a t workers i n genera l d i d not have knowledge o f the 
wage or earnings l e v e l s of a wide range of f i r m s . Given t h i s f a c t the 
question i s begged as t o why so many men a t Tress were confident tha t 
they were r e l a t i v e l y ' w e l l p a i d ' , and so many men a t Scots wood sure 
t ha t they were r e l a t i v e l y 'poorly paid ' i n l a t e r years, i n respect to 
other places. There are several possible explanations. One could be 
t h a t o f t e n comparisons were made w i t h past employment exper iences . 
A l t e r n a t i v e l y , comparisons might have been made w i t h j u s t one or two 
s i g n i f i c a n t l o c a l companies - such as Vickers Elswick and Ever Ready. 
I t might a l so have been tha t men had some notion of average earnings 
f o r the i n d u s t r y and/or area t o which they cou ld r e l a t e . C e r t a i n l y 
most would have had a n o t i o n o f a bas ic union r a t e which they c o u l d 
use as a measure o f 'bot tom pay ' . I n t h i s way men cou ld p lace 
themselves roughly i n the earnings league. Further rough information 
was l i k e l y to be acquired i n the normal way through new s ta r te rs and 
i n pubs and c l u b s . So through a se r i e s of i n d i c a t o r s men a t a p l a n t 
may have been a b l e t o b u i l d up a t l e a s t a genera l idea of how they 
were f a r i n g earnings-wise - wi thout a c t u a l l y knowing much about the 
earnings of s p e c i f i c companies elsewhere. By such means men were 
l i k e l y to acqu i re f e e l i n g s o f s a t i s f a c t i o n or d i s s a t i s f a c t i o n w i t h 
t h e i r cu r r en t pay; and we would suggest t h a t i t was o n l y when 
d i s s a t i s f ac t i on b u i l t up tha t men were p a r t i c u l a r l y l i k e l y to concern 
themselves w i t h or become r e c e p t i v e to i n f o r m a t i o n on earnings a t 
other places. 
A fu r the r l i m i t a t i o n on a s t ra ight forward wage induced economic theory 
of labour d i s t r i b u t i o n are s t r u c t u r a l barr iers to movement. Such a 
bar r ie r was seen to operate between the two largest engineering plants 
i n West Newcastle - Vickers Scotswood and Vickers Elswick. 
I t was a very w e l l b e l i e v e d f a c t amongst men f rom both samples t h a t 
f o r many years Vickers Scotswood on piecework payed better rates than 
i t s s i s te r f ac to ry a t Vickers Elswick - only a mi le down the road. To 
the question, then, why .did men not con t inua l ly leave Elswick and go 
t o Scotswood the r e p l y i n v a r i a b l y was t h a t t o do so cou ld be very 
d i f f i c u l t . Vickers, i t was said, would not accept d i r ec t appl icat ions 
from Elswick to Scotswood (or vice-versa) . I t was necessary to f i r s t 
resign your post. Apart from the f a c t that t h i s meant that you broke 
your s e r v i c e and l o s t your pension r i g h t s , i t meant you became 
unemployed. C l e a r l y , unless you were p a r t i c u l a r l y c o n f i d e n t of 
g e t t i n g a j o b a t Scotswood the costs and r i s k s of l e a v i n g Elswick 
would be a considerable d i s incent ive . In th i s case, then, where the 
same large company owns and controls more than one p lan t i n the same 
area movement between them may not be as f r e e and easy as i m p l i e d i n 
economic theory. 
G e n e r a l l y speaking, we would suggest, a l a rge company l i k e Vickers 
aims to cont ro l and l i m i t movement of i t s workers - p a r t i c u l a r l y i t s 
most v a l u a b l e workers - and the r e s t r i c t i o n s on voluntary movement 
between plants was probably de l ibera te . At the same time the Company 
would wish to r e t a i n the r i g h t to t ransfer workers where such movement 
was i n Vickers 1 in teres ts ; and indeed w h i l s t no voluntary movements 
between Vickers plants were recorded i n our interviews many management 
induced movements were. 
C l e a r l y such s t r u c t u r a l b a r r i e r s t o i n t e r p l a n t movement m i l i t a t e 
aga ins t the e q u i l i b r a t i n g f o r c e t h a t f r e e movement of labour i s 
supposed to have on wages. I n the case of Vickers there was very good 
popular knowledge of the di f ference i n wages between the two plants 
but men had l i t t l e e f f e c t i v e a b i l i t y to make use of that knowledge. 
But i n Vickers not o n l y was there appa ren t ly a r e s t r i c t i o n on 
voluntary i n t e r - p l a n t movement, but there were a lso barr iers to i n t r a -
p l a n t movement; and when i n a place l i k e Vickers Elswick there were a t 
i t s he igh t over a dozen 'shops', each shop as b i g as a s m a l l f a c t o r y , 
then such r e s t r i c t i o n s are no less s i g n i f i c a n t f o r labour 'market ' 
theory than barr iers to movement between a dozen independently owned 
and con t ro l l ed p lan t s . 
I t was reported that i t was possible i n Vickers f o r tradesmen to earn 
more doing the same work i n some shops than i n others and since 
management decided which shop you worked i n you cou ld not i n f l u e n c e 
earnings ra tes by t h r e a t e n i n g to withdraw your labour and change 
shops. Jack Bill ingham, a turner a t both Scotswood and Elswick: 
J .B. "Elswick was a low paying place a t the time I went. T!ut then 
again once you got i n a l o t depended on what shop you were 
i n . W e l l f o r t u n a t e l y I went t o a shop where the percentage 
was h igh - you know, the piece-work r a t e was h i g h ; and ye t 
you had other shops where i t was very low. And you would be 
pounds ahead of a f e l l e r doing a s i m i l a r k i n d of work i n 
another shop, simply because the times were'nt good enough, 
or the machinery wasn't ." 
F.P. "Did you not get people chopping and changing, t r y i n g to get 
i n t o the best shop?" 
J .B . "You d i d n ' t ge t t r a n s f e r s f rom one shop t o another . . . you 
stopped where you were - a t E l swick and Scotswood. I f they 
wanted you to move you have no choice. You couldn't say "Oh, 
I want t o work i n 1 2 shop", or "14 shop", or something l i k e 
t ha t . " 
Even inside the one shop or fac to ry there could be marked differences 
i n earnings f o r men doing s i m i l a r work. Some men could consis tent ly 
ge t the b e t t e r pay ing jobs - maybe because i t was b e l i e v e d they had 
cer ta in r i gh t s as established workers; a l t e r n a t i v e l y i t could be that 
the more s k i l f u l workers g o t the jobs t h a t r e q u i r e d care and t ime -
which were u s u a l l y worse pay ing . I t was sa id t h a t i t was the 
d i spa r i t y i n the d i s t r i b u t i o n of good paying jobs that won the support 
of much of the Scotswood work-force f o r a change-over from piece-work 
t o a standard day-rate i n the mid '60s. 
The v a r i a t i o n i n earnings tha t can occur because of the d i s t r i b u t i o n 
of ' jobs ' on a piece-work system i s j u s t one example of how workers on 
the e x t e r n a l market may no t be ab l e to determine w i t h c e r t a i n t y the 
monetary worth of a p a r t i c u l a r employment. While earnings are t i e d to 
the performance of cer ta in funct ions , or the working of cer ta in hours 
or s h i f t s , or p o s i t i o n i n a s t r u c t u r e d promotion h i e r a r c h y , and the 
p r i nc ip l e s i n v o l v e d i n the d i s t r i b u t i o n of people to the various parts 
of t h i s system are pecul iar to the work-place, then a person outside 
of the system - or work-p lace - cou ld be u n c e r t a i n o f the va r ious 
opportuni t ies and procedures i n v o l v e d , and may be unsure of being able 
to con t ro l his own a l l o c a t i o n , and would therefore be equa l ly unsure 
of h is f i n a l earnings. I t could be argued tha t economic theory tends 
t o concentrate on market movements between f i r m s and ignores 
a l l o c a t o r y mechanisms Inside f i rms ; but the bigger that organisations 
become the more tha t i n t e r n a l processes r i se to importance. 
The genera l c o n c l u s i o n , then , i s t h a t most workers ' knowledge o f 
earnings i n Tyneside engineering fac tor ies was at best very fragmented 
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- and ou t s ide of engineer ing even worse. This i s not t o say t h a t a 
person p a r t i c u l a r l y motivated could not f i n d out 'what could be made* 
a t a fac tory adver t i s ing f o r workers - by asking questions of people 
who worked there, or simply by personal experience on the job; but a t 
any one time a person was very u n l i k e l y to know of a range of possible 
earnings l e v e l s fo r a given number of employers. This suggests that 
the economic n o t i o n of a ' l abour market ' being an arena of numerous 
buyers and s e l l e r s , a l l being aware of the var ious p r i ce s on o f f e r , 
would be very misleading. 
There was the fu r ther suggestion tha t even when knowledge of a 'pr ice ' 
i s accurate and w e l l known, workers might not have the power to take 
that pr ice; both l a t e r a l and h ie ra rch ica l segmentation, the d i v i s i o n 
between the i n t e r n a l and external market, the d i f f e r e n t i a l e f f e c t of 
se lec t ive recruitment practices, and the lack of worker con t ro l over 
a l l the determinants of h i s earnings a t h i s place of work, might 
prevent i t . 
Of f i ce Work 
I t was qui te clear from the interviews that the vast major i ty of the 
men perceived themselves as manual workers i n a manual workers' labour 
market. Very few of the men had ever had any c l e r i c a l or o f f i c e 
experience and o n l y two men r epor t ed a p p l y i n g f o r any o f f i c e jobs 
subsequent to redundancy; and one of these men was something of an 
anomaly i n our samples anyway i n tha t he was the only one who was not 
a shop-floor worker. 
Although i t was qui te obvious from the interviews, general ly tha t men 
were going a f t e r manual ' shop-f loor ' jobs, only 51% from Scotswood and 
44% f rom Tress a c t u a l l y made s p e c i f i c comments on ' o f f i c e work ' . Of 
these 40 men, 51% c l e a r l y d id not want an o f f i c e job, mainly because 
they thought i t would be boring; another 29% were also not considering 
o f f i c e jobs because they were 'not o f f i c e types ' , 'always c lassed 
themselves as manual workers ' ,o r 'no t got the q u a l i f i c a t i o n s or 
experience'. Only 20% (8 men) seemed to be at a l l considering o f f i c e 
work as at leas t a p o s s i b i l i t y ; but a t the time of the interviews only 
one man out of the whole combined samples of 87 had a s o r t of o f f i c e 
job, minding a p r i n t i n g machine. 
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The o v e r a l l Impression was t h a t the vas t m a j o r i t y o f our men had a 
manual worker's consciousness which tended to s t ructure the sorts of 
jobs they were looking f o r . To a large extent t h i s consciousness was 
undoubtedly predicated upon a recognit ion that the men simply did not 
have the q u a l i f i c a t i o n s or experience to do c l e r i c a l work; but i t was 
also the case tha t most men a c t u a l l y had a preference fo r manual work 
- a t leas t i n comparison to the lower grades of desk-bound c l e r i c a l 
jobs which seemed to be the image that most men had of ' o f f i c e work ' . 
Work-Place Size* 
1 2 
According t o Ingham , and a CD.P. r e p o r t on 'Adamsez' i n Newcast le-
upon-Tyne, workers can develop a p o s i t i v e preference f o r smal l work-
p laces and a c t u a l l y choose t o work there r a t h e r than i n b igger , 
possibly higher paying, f i rms i n the same geographical labour market. 
We can confirm here tha t a minori ty of workers from both Scotswood and 
Tress d id i n some ways prefer smaller f i rms , p a r t i c u l a r l y i n respect 
of the f a c t t h a t you were less l i k e l y t o be t r e a t e d 'as a number'. 
That i s to say you were more l i k e l y to be n o t i c e d by management; 
r e l a t i ons wi th managers and other work-mates were more l i k e l y to be 
face to face, personal, and f r i e n d l y ; and you were more l i k e l y to be 
recognised f o r your t a l e n t s and encouraged t o b e t t e r y o u r s e l f . How 
p o w e r f u l t h i s preference was and t o what ex ten t i t would a c t u a l l y 
induce men to choose smal l f i rms rather than b ig f i rms i s d i f f i c u l t to 
say, espec ia l ly i f the bigger f i rms o f fe red counter a t t rac t ions such 
as h igher pay or s e c u r i t y . Never the less , the p re fe rence , f o r some, 
was t he r e , and was l i k e l y t o p l a y some p a r t i n any c a l c u l a t i o n of a 
t r ade -o f f , and where other things were equal could t i p the balance. 
A few examples of people's comments may be i l l u s t r a t i v e ; f i r s t l y , some 
Scotswood men: 
* Note 48% of the combined samples made comments on t h i s s u b j e c t -
38% of the Scotswood sample and 61% of those from Tress. 
John Timpson, a Scotswood Inspector, a single man i n his f i f t i e s : 
" I ' d r a the r p r e f e r a s m a l l f i r m (because) I t h i n k you can get 
more i n v o l v e d w i t h the work and w i t h the people you work w i t h . 
I n a bigger f i r m you're j u s t a number and there ' s not t h a t 
personal side about i t ... Given the choice, now i f I was to f i n d 
a j o b , I ' d r a the r work i n a s m a l l f i r m . . . my i d e a l would be a 
smal l f i r m wi th one-off jobs, a l l d i f f e r e n t . " 
Alec Hall iday, a f i t t e r and turner at Scotswood, a man i n his f i f t i e s : 
" I wish I had served my time i n a s m a l l e r p l ace because I might 
have been recognised - you know, I mean, somebody coming a long 
and saying " W e l l , I t h i n k you should get a b e t t e r j o b " . You 
sor t of get i n a r u t . " 
George Brown, a hor izonta l borer at Scotswood, a man i n his f i f t i e s : 
" I ' d r a the r be i n a s m a l l p l ace , me i f I had my time over again, 
because you would be thanked f o r what you were doing there; they 
would apprec ia te i t more . . . you'd be no t i ced more and they 'd 
aprec ia te you more; but i n a b i g p lace you're j u s t one of the 
number." 
John Peters, a tool-gr inder a t Scotswood, a man i n his f i f t i e s : 
"When you get a b i g concern l i k e Vickers there ' s always a r i f t 
between your top and your bottom - too much of i t , I t h i n k ; now 
i n a s m a l l f i r m they keep an i n t e r e s t i n you; and i f you're a 
good man t h e y ' l l take notice of you." 
Despite the preferences expressed fo r small f i rms the above men d id 
not i n f a c t leave V i c k e r s . This suggests t h a t e i t h e r these men's 
opinions had been formed subsequent to redundancy - which was q u i t e 
possible i n view of the way some expressed resentment a t the way the 
Company treated them - or the a t t ract ions of t he i r jobs at Scotswood 
outweighed the disadvantages. 
There i s some suggestion from the Tress in terv iews, however, that a t 
leas t i n the ea r ly post-war years, some men have have l e f t Vickers i n 
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search of somewhere less impersonal and, i n those days at least , less 
regimented* 
Jack Dalg le i sh , sub-contract manager a t Tress, a man i n his f i f t i e s , 
l e f t Vickers because "there was too much regimentation" and went to a 
smal l engineering f i r m where everybody knew everybody and "you weren't 
j u s t a number"; he said he would choose smaller f i rms even a t a lower 
wage. 
Mr Waldgrave, a d r i l l e r a t Tress, l e f t Vickers because he d id not l i k e 
the loss of i n d i v i d u a l i t y he experienced i n the Scotswood t r a c t o r 
works: 
" I was only there about 3 months (in the f i f t i e s ) but when you go 
i n you f e e l l i k e a s t ranger every morning you go i n ; h a r d l y 
anybody t a l k s to you; they get i n one c e r t a i n c l i q u e and a l l 
that ; but i f you've got a smal l f i r m to work f o r you p r a c t i c a l l y 
see them a l l working there; you get to know each one". 
But Mr Walgrave sa id he would not choose a s m a l l e r p lace i f i t was 
less pay. 
Mr Wil l iams, a time-served caps tan-setter-operator a t Tress, said he 
l e f t Vickers because i t was too big and " l i k e a prison camp"; he said 
he d e f i n t e l y preferred a smaller place because " i t ' s a smaller band 
of people". 
Bob Samuelson, a caps tan - se t t e r -opera to r f rom Tress, a man i n h i s 
f i f t i e s , worked at both Els wick and Scotswood, but he d id not l i k e the 
regimentation i n the R f t i e s years and the f a c t that "you were j u s t a 
number": " I f i n d the s m a l l f i r m s are the best where you know 
everybody; but Vickers i s a massive place". 
These comments suggest some men may have l e f t , or avo ided , Vickers 
because they were put o f f by i t s s ize and o r g a n i s a t i o n . They a l s o 
serve to remind us t h a t the men we i n t e r v i e w e d f rom Tress and 
Scotswood were the ones who stayed and that the i r a t t i tudes towards 
and opinions of t he i r work-places could not necessarily be generalised 
t o a wider p o p u l a t i o n . Having sa id t h a t we do not know t h a t the 
p a r t i c u l a r aspects that the men above d i s l i k e d about Vickers were i n 
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themselves s u f f i c i e n t mot iva t ing forces; rather i t i s probable, as we 
suggested e a r l i e r , t h a t they tend to r e i n f o r c e other reasons f o r 
moving. 
I t shou ld be emphasised t h a t i n f a c t o n l y a m i n o r i t y had any s t rong 
preferences f o r smal l f i rms i n the ways suggested above. Many men did 
not regis ter the size of a place as of any pa r t i cu l a r s igni f icance; a 
few men said the important th ing was whether a f i r m was unionised and 
because i t was more l i k e l y tha t a large f i r m would have a strong union 
they would tend t o a v o i d s m a l l e r f i r m s - but Tress was r e l a t i v e l y 
smal l and i t was unionised; some men simply said that they could not 
o f f e r an o p i n i o n on the a t t r a c t i o n s or not of a f i r m t h a t was s m a l l 
because they had never experienced a s m a l l f i r m and so they d i d not 
know what to expect; some men expressed a d e f i n i t e preference f o r 
large f i rms because they were l i k e l y to be more secure, o f f e r i n g more 
o p p o r t u n i t i e s , and l e s s l i k e l y t o t end towards f a v o u r i t i s m . 
Surpr i s ing ly , perhaps, the question of 'pay' d id not f i gu re s t rongly 
i n people's comments. 
Conclusion 
This s h o r t chapter i n d i c a t e d f o u r more f a c t o r s which may i n f l u e n c e 
labour market behaviour . I t was demonstrated t h a t as w i t h other 
s t r u c t u r i n g agents considered e a r l i e r - ' s e c u r i t y ' , ' j o b i n t e r e s t ' , 
e tc - the s ignif icance f o r i n d i v i d u a l s w i l l vary according to a number 
of circumstances. A t t i t u d e s towards a t l e a s t two of these f a c t o r s 
were c l e a r l y not simple; i n v a r i a b l y statements on 'work-place size ' , 
and ' sh i f t -work ' , would carry a q u a l i f i c a t i o n such that i t was clear 
that the context or co-exis t ing conditions under which the fac tor i n 
ques t ion was t o be experienced cou ld be c r u c i a l . The t a b l e on 
a t t i tudes to sh i f t -work i n p a r t i c u l a r demonstrated that a l i k i n g f o r 
or d i s l i k e of s h i f t - w o r k i n i t s e l f was u n l i k e l y t o be a s u f f i c i e n t 
motivating force; whether or not a person would take a sh i f t -work job 
would depend on the o v e r a l l attached costs and benefi ts i n v o l v e d . In 
other words some ca lcula t ion of a ' t r a d e - o f f would be made. 
Statements on, or a t t i t u d e s towards, ' earnings ' and ' o f f i c e - w o r k ' 
tended t o be a l i t t l e less complex, i n the sense t h a t i t was less 
normal to introduce q u a l i f i c a t i o n s . Possibly t h i s would indicate the 
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existence fo r some of strong or ienta t ions on these dimensions. Some 
people may be so orientated to the achievement of high earnings that 
any t r a d e - o f f costs i n v o l v e d do not r e g i s t e r as p a r t i c u l a r l y 
s i g n i f i c a n t . But there were men of course f o r whom the circumstances 
under which h igh pay cou ld be earned were impor t an t ; not everybody, 
f o r example, would work s h i f t s - given a choice - even fo r the benef i t 
of extra money; and a lso there were those men who might p a r t i c u l a r l y 
va lue ' j o b i n t e r e s t ' or ' s e c u r i t y ' i n a r e l a t i v e l y lower pa id j o b ; 
moreover the ' e f f o r t ' i n v o l v e d or even the ' s i ze of the f i r m ' might 
m i l i t a t e against choosing abetter paid j o b . 
A t t i t u d e s towards ' o f f i c e work' a l s o seemed less prone t o be 
accompanied by q u a l i f i c a t i o n ; indeed, many seemed to h a r d l y even 
consider i t as an option at a l l . The o r i en ta t ion towards manual work 
was c lear ly very strong amongst the major i ty of our samples. 
O v e r a l l , t h i s d i scuss ion f u r t h e r h i g h l i g h t s the complex i ty of the 
labour market. Despite the general h ie ra rch ica l character described 
i n a r l i e r chapters i t i s qui te clear that there was at the same time 
a s i g n i f i c a n t amount of dimensional cross-cut t ing. Jobs perceived as 
b e t t e r on one dimension were not n e c e s s a r i l y perce ived as b e t t e r on 
others, and t h i s promoted t rade-of fs and a cer ta in amount of complex 
m u l t i - d i m e n s i o n a l movement. People cou ld appa ren t ly move up one 
dimension - such as higher pay - w h i l s t moving down another - such as 
decreased secur i ty . 
The m u l t i - d i m e n s i o n a l c r o s s - c u t t i n g was encouraged by both the f a c t 
t h a t there c o u l d be va r ious combinations of a t t r i b u t e s a t tached to 
jobs i n the job structure and a lso the f a c t that there does not appear 
to have been o v e r a l l agreement amongst labour market par t ic ipants as 
to what c o n s t i t u t e s a 'good' j o b . Thus a low paying job cou ld be 
considered 'poor ' and u n a t t r a c t i v e by a young man w i t h w i f e and 
c h i l d r e n who i s o r i e n t a t e d t o h igh earn ings , but 'not so poor 1 and 
more a t t r a c t i v e t o an e l d e r l y man o r i e n t a t e d t o , say, s t a b i l i t y and 
low e f f o r t . 
I f t o the f a c t o r s a l r e a d y d e a l t w i t h we add o t h e r s such as 
' env i ronmenta l c o n d i t i o n s ' - i n c l u d i n g whether i t i s ' i n s i d e ' or 
' ou t s ide ' work - r e l a t i o n s w i t h management and f e l l o w work-mates, 
hours of work, t r a v e l l i n g d i s t ance , e tc . , then the p o t e n t i a l f o r 
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complex or ienta t ions and job movement patterns i s made a l l the more 
obvious. 
To a s i g n i f i c a n t e x t e n t , then , the tendency f o r l a t e r a l movement of 
the sort ou t l i ned above undermines any simple notion of h ie ra rch ica l 
p rogress ion . Never the less h i e r a r c h i c a l inf luences remained strong. 
The basis of the h i e r a rch i ca l ordering of the labour market, we have 
suggested, was a progressive broadening of scope and choice the higher 
up the s k i l l s ladder you rose . This cou ld be e x e m p l i f i e d by again 
r e f e r r i n g to the case of the e l d e r l y man who might prefer a lower paid 
job i f i t i n v o l v e d less e f f o r t and possibly more s t a b i l i t y ; were such 
a man s i t u a t e d h igher up i n the j o b s t r u c t u r e he might not need t o 
t rade o f f ' l ow pay' f o r ' l e s s e f f o r t ' and 'more s t a b i l i t y ' . At 
Vickers Scotswood, f o r example, a 'good' j o b f o r an o l d e r men was an 
'Inspector', g i v i n g as i t d id ' job in te res t ' , and r e l a t i v e l y good pay, 
and l i t t l e physical e f f o r t , and securi ty; but to obtain such a job you 
would need to progress upwards f rom a p o s i t i o n w i t h i n the s k i l l e d 
sec tor ; such a j o b would not be open t o a man lower down i n , say, the 
p o s i t i o n of a l a b o u r e r . I t i s t h i s l a t t e r type of man who would 
l i k e l y have to forsake one objec t ive i n order to receive the benef i t 
of another. 
Thus l a t e r a l movements, t r a d e - o f f s , and choice , take p lace i n the 
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CHAPTER IX 
Internal Labour Markets 
The object of this thesis i s to throw l i g h t on the mechanisms involved 
i n the d i s t r i b u t i o n of people to jobs by approaching the s u b j e c t 
through a framework that emphasises both the significance and ef f i c a c y 
of i n d i v i d u a l d i s c r e t i o n and choice, and the e x i s t e n c e of broader 
s o c i a l c o n s t r a i n t s s e r v i n g to l i m i t the i n d i v i d u a l ' s freedom of 
action; the l a t t e r sets the context for the former. 
In previous chapters we suggested that the s k i l l hierarchy, and other 
demarcations, tended to d i v i d e workers i n t o separate sub-labour-
markets, imposing constraints on the range of possible work objectives 
t h a t a worker could expect reasonably to pursue. Thus some men may 
have more opportunity to achieve, and t h e r e f o r e have more reason to 
expect to a c h i e v e , s e c u r i t y or job i n t e r e s t or high pay or whatever. 
In this chapter we propose to discuss another s i g n i f i c a n t demarcation: 
tha t between the ' I n t e r n a l ' and 'E x t e r n a l ' Labour Markets i.e. those 
a c t i v i t i e s and job o p p o r t u n i t i e s that occur within work-places, and 
those a c t i v i t i e s and job o p p o r t u n i t i e s a v a i l a b l e to those on the 
outside - whether situated i n other work-places or not in'work' at a l l . 
The most s a l i e n t c h a r a c t e r i s t i c of the I n t e r n a l / E x t e r n a l d i v i s i o n , 
then, i s a d i f f e r e n t i a l access to di f f e r e n t jobs for those i n and out 
of a work-place. 
Both Scotswood and Tre s s had a c t i v e labour markets where men could, 
and did, change jobs within t h e i r places of work. The i n t e r n a l labour 
markets were h i e r a r c h i c a l l y structured, i n the f i r s t place broadly i n 
li n e with the s k i l l d i v i s i o n s already referred to i n e a r l i e r chapters, 
but a l s o i n more d e t a i l a t T r e s s , w i t h i n the non-time-served non-
s k i l l e d s e c t o r ; t h a t i s to say, a t Tre s s a t l e a s t , there was a 
d e f i n i t e s t r u c t u r e d h i e r a r c h y of jobs up which u n s k i l l e d men could 
progress u n t i l they reached the top of the s e m i - s k i l l e d group. At 
Scotswood, there was no such obvious progression. 
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Vickers Scotswood 
At Scotswood i t appears to have been mainly the time-served men who 
had the most o p p o r t u n i t i e s f o r p r o g r e s s i n g upwards - e s p e c i a l l y i n 
more re c e n t years as new jobs were cr e a t e d and, apparently, as the 
union used i t s i n f l u e n c e i n monopolising chances for i t s members 
within the plant at the expense of 'strangers' on the external market. 
A l l e n Carr, a man who had been a t Scotswood 43 years, and who was a 
Shop Convenor, e x p l a i n s some of the ways the i n t e r n a l market 
developed: 
F.P. "Was there a l o t of chopping and changing about w i t h i n the 
plant ... people changing jobs and being promoted, or moving 
from one job to another, or not?" 
A.C. "Well i n the l a t t e r years that went on because, as you know, 
as years have progressed there's so many p o s i t i o n s being 
created. You know, i n my time you had a charge-man, a 
foreman, and the manager. F u l l stopl Then you had your 
I n s p e c t i o n Department and t h a t . Now they've got q u a l i t y 
c o n t r o l s ... and d i f f e r e n t systems th a t operate i n the 
factory. So the Quality Control Officer i s responsible to 
the Quality Control Manager, who i s responsible to the top 
manager. And you had a l l these different jobs created. So 
people then were getting i n the di f f e r e n t jobs. I f they put 
a p o s i t i o n up on the notice-board a man would say 'Oh, I ' l l 
have a t r y a t that*. So he would go for th a t job. So there 
was a l o t of changing a t t h a t time. But i n my time i t was 
j u s t s t r i c t l y as I said the way i t was; you had your charge-
man, your foreman, your manager, and you j u s t got on with 
your job." 
Having a large i n t e r n a l workforce already f a m i l i a r with many aspects 
of working at Scotswood would have been advantageous for management 
seeking to find someone to f i l l a vacancy; but i t appears to have been 
the union which as much as anybody a c t u a l l y pushed for the closing off 
of jobs to outsiders: 
A.C. "There were strangers coming from the outside and they were 
getting good positions." 
F.P. "Were they?" 
A.C. "Oh yes; they were getting management jobs, foreman's jobs, 
and a l l t h a t . Now we had a meeting of the Shops Works 
Committee and we had a good d i s c u s s i o n on i t , l i k e , and we 
s a i d 'We think, t h i s i s a l l wrong. Why should a complete 
stranger from outside come i n and get i f you want to term i t 
a 'snip' job, when a man who had put a l i f e - t i m e i n t o the 
p l a c e wasn't g e t t i n g the opportunity to go for t h a t job?' 
We s a i d 'That's wrong; i n f u t u r e , as f a r as we a r e 
concerned, i f there's a job coming up for a foreman i t ' s put 
up on the Board and then a man can apply from the shop 
floor. 1 Well that's what they did i n the end." 
Unfortunately for Mr Carr, i n h i s case t h i s f i x i n g of the odds i n 
favour of the i n t e r n a l work-force was to no a v a i l . He was, as he put 
i t , 'due for a foreman's job', but, he c l a i m s - as did s e v e r a l others 
- t h a t he was overlooked because he was too good a t h i s f i t t i n g job. 
That i s to say, i t would have been d i f f i c u l t , and possibly costly, for 
the management to find a s u i t a b l y experienced replacement. The union 
could narrow the f i e l d of contenders but f i n a l choice remained the 
p r e r o g r a t i v e of management. Peter W i l l i a m s , the Works Convenor, 
confirms that the exercise of t h i s prerogative apparently denied some 
of the best t r a d e s m a n a chance to 'get: o f f the t o o l s ' onto a s t a f f 
job. 
P.W. "You had people who would r e t i r e a t th e i r jobs because they 
were that good at i t and they could never be recognised for 
different factors, and that was one of the factors - because 
they were too good a t t h e i r jobs and they couldn't r e p l a c e 
them. They could r e p l a c e them but they didn't want to 
because they wanted t h a t man doing t h a t good job for them 
a l l the time." 
I t may be t h a t a l e s s a b l e person, or a person with l e s s s p e c i f i c 
s k i l l s , had a b e t t e r chance of becoming a foreman. N e v e r t h e l e s s , 
d e s p i t e the f a c t t h a t some men tended to get stuck i n a job because 
the management was loathe to l o s e t h e i r s p e c i f i c e x p e r t i s e , there 
c l e a r l y was, e s p e c i a l l y i n l a t e r years, a l o t of movement from the 
shop f l o o r upwards to r e l a t e d s t a f f jobs - jobs l i k e Foreman, 
Inspector, Q u a l i t y C o n t r o l Men, Planners, Progress Chasers, Time-
F i x e r s , and the such l i k e . And i f the men had the necessary paper 
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q u a l i f i c a t i o n s they could a l s o apply f or a range of c l e r i c a l 
positions. 
I t seems l i k e l y that the amount of h i e r a r c h i c a l movement was re l a t e d 
i n part to an increase i n opportunity consequent upon the expansion of 
managerial and 'service* posts; some men made redundant from Scotswood 
blamed some of the Plant's f i n a n c i a l problems on t h i s a l l e g e d 'top-
heaviness' i n re l a t i o n to the number of 'producers'. 
The l e v e l of upward m o b i l i t y no doubt i n c r e a s e d when i t became 
p r a c t i c e to a d v e r t i s e jobs on an i n t e r n a l n o t i c e board p r i o r to 
r e s o r t i n g to the e x t e r n a l market; t h i s occurred a t Tress a l s o , and 
apparently at other engineering firms i n the area; for example, some 
major l o c a l p l a n t s s p e c i f i c a l l y reported by our respondents as 
following the practice included Clarke-Chapmans Engineering, Parsons 
Engineering, M i c h e l l Bearings, C a t e r p i l l a r T r a ctor Company, and 
Huwood Engineering. 
The practice of following a p o l i c y of promoting men from within would 
have the e f f e c t of c l o s i n g o f f p o s i t i o n s to men on the e x t e r n a l 
market; as positions up job hierarchies are f i l l e d i n t e r n a l l y by men 
s i t u a t e d lower down, va c a n c i e s on the e x t e r n a l market tend towards 
those 'at the bottom 1; i. e . i f a man i n an u n s k i l l e d post takes a 
s e m i - s k i l l e d job a d v e r t i s e d on an i n t e r n a l n o t i c e board i t i s the 
u n s k i l l e d post that may be advertised e x t e r n a l l y . Thus the practice 
of g i v i n g p r e f e r e n c e to i n s i d e r s i s l i k e l y to r e s t r i c t the 
opportunities for outsiders. Some of the better jobs may simply not 
be a v a i l a b l e . Men doing a job normally carried out by people promoted 
from w i t h i n would, i f made unemployed, probably have p a r t i c u l a r 
d i f f i c u l t y gaining a job of a s i m i l a r kind or l e v e l ; the Scotswood 
Inspectors and Foremen i n our sample were such men. 
I t seems that knowledge that a firm advertised jobs i n t e r n a l l y f i r s t 
could induce men to take i n f e r i o r posts as a means of gaining access 
to an Int e r n a l Labour Market. Jack F i e l d , a Scotswood a n c i l l a r y man, 
was 'sick of being on the dole* when i n t e r v i e w e d ; he s a i d he would 
take 'any job t h a t was b e t t e r than the dole' i f t h a t would get him i n 
to a place where he could apply for jobs on the i n t e r n a l notice board: 
J.F. "Anything i s b e t t e r than the dole. I mean, i f I got i n 
there (at Rowntrees) I might be a b l e to get another job 
a f t e r I'd been there maybe a few months; you know, some 
other vacancy might come up; and I imagine they probably do 
the same there as what they do i n other places; l i k e when I 
was a t Huwoods ... they gave the men i n the factory a chance 
of t h a t job f i r s t . " 
At Huwoods jobs such as spray-painter or grinder could come up on the 
notice board, and labourers could apply to be trained for them, said 
Mr F i e l d ; i f they were s u c c e s s f u l i n t h e i r a p p l i c a t i o n s then these 
l a b o u r e r s ' p l a c e s would be f i l l e d by more labourers taken from the 
external market. He expected Rowntrees followed s i m i l a r practices: 
J.F. "You might be a b l e to get i n and then, as I say, l a t e r on, 
a f t e r you'd been there a few months, i f another job came 
vacant, I imagine they would do the same i n their factories 
as what they do i n other f a c t o r i e s - g i v i n g a man who's on 
the floor a chance to do the job." 
Other men a l s o reported thinking i n a s i m i l a r vein. John Billingham, 
a Turner, considered taking a s e m i - s k i l l e d job at C a t e r p i l l a r j u s t so 
as to be on the i n s i d e i f and when any jobs i n h i s trade came up. 
Jack Straw, a labourer, was a d v i s e d by the man who 'spoke' for him to 
take any job to get into Parsons Engineering and "then there's notices 
come up on the Notice Board and you can apply". 
Most of the promotion i n t o s t a f f jobs a t Scotswood a p p a r e n t l y came 
from the ranks of the time-served s k i l l e d men; and within t h i s group 
there were suggestions that length of s e r v i c e counted; consequently, 
to l e a v e Scotswood and s t a r t somewhere e l s e could, perhaps, put you 
f u r t h e r back i n the queue for promotion. There was a l s o l a t e r a l 
movement. S k i l l e d men at Scotswood might move on to another facet of 
their trade - from Turning to F i t t i n g e t c - but th i s appears to have 
been the exception rather than the r u l e ; most of the men at Scotswood 
- a t l e a s t amongst those i n t e r v i e w e d - c l e a r l y stayed w i t h i n a 
delineated trade s p e c i a l i s a t i o n ; indeed some men stayed on the same 
machine f o r years on end. S e m i - s k i l l e d men might do d i f f e r e n t jobs 
within th e i r stratum of a c t i v i t y - grinding, m i l l i n g , planing, e t c -
normally on different machines; unski 1 led men could move l a t e r a l l y 
onto a whole v a r i e t y of what were c a l l e d ' a n c i l l a r y ' j o b s , many of 
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which were paid d i f f e r e n t r a t e s . According to Oavid Hopwood, an 
' a n c i l l a r y ' worker, there were 20 to 25 d i f f e r e n t jobs on which you 
could work i f you proved yourself capable. Hr Hopwood concentrated 
mainly on crane-work, but even here there was a number of d i f f e r e n t 
job gradings paying d i f f e r e n t r a t e s - i n c l u d i n g " l i g h t s l i n g i n g 
(securing loads onto a crane's l i f t i n g gear), heavy s l i n g i n g , 
precision crane man, precision slinger"; other jobs for a n c i l l a r y men 
i n c l u d e d 'fork-truck d r i v e r ' , 'plant-operator', 'rigger', 'burner', 
'storeman' e t c . 
There tended to be more-or-less i n f l e x i b l e barriers between the s k i l l 
groups - although there was some suggestion t h a t b a r r i e r s may be 
weakened a t c e r t a i n times. Jack Straw was a labourer a t Scotswood. 
At one time vacancies arose to operate 'semi-skilled' machines and Mr 
Straw decided to move up; but he was rejected; a t that time labourers 
at Scotswood were barred from moving up to semi-skilled jobs: 
F.P. "Did you ever think of trying to get onto a s e m i - s k i l l e d job 
- on a machine or something?" 
J.S. " I d i d when I f i r s t s t a r t e d . I s t a r t e d i n 14 shop and I 
asked - but the foreman s a i d 'Mo chance. Once you come i n 
here labouring you stay labouring.' The only way you could 
get i t i s by packing i n and st a r t i n g again." 
L a t e r on circumstances changed and Mr Straw was asked to go on a 
sem i - s k i l l e d machine - a ' p i a n o - m i l l e r ' - but he refused. L a t e r on 
again circumstances changed again and b a r r i e r s were re-imposed, 
apparently by the engineering union: 
J.S. "Tne union got a r u l e i n that they wouldn't allow a labourer 
to go from the floor onto a semi-skilled job." 
Oavid Hopwood was another a n c i l l a r y man who a p p l i e d for a job on a 
s e m i - s k i l l e d ' d r i l l i n g ' machine but he a l s o was stopped by the 
engineering A.U.E.w. union. Mr Hopwood h i m s e l f was i n the G.M.W.U. 
and he says he was not allowed to change unions or jobs. 
At certain times, with union agreement, however, men could be taken on 
who had been s p e c i f i c a l l y t r a i n e d to do ' s e m i - s k i l l e d ' jobs -
b a s i c a l l y s p e c i f i c machine s k i l l s 'normally' within the o r b i t of the 
s k i l l e d man. I t seems tha t such men were more l i k e l y to be taken on 
i n times of labour shortage. Brian Race, a capstan-setter-operator: 
B.R. "These people - from Training Centres - we have taken one or 
two on i n Scotswood. But i t was a time when work was 
p l e n t i f u l ; put i t that way. There was always plenty of work 
when we took t h e s e p e o p l e on. Sometimes they were 
supervised by what we c a l l ' s e t t e r s ' or charge-hands." 
A s p e c i f i c agreement between unions and engineering employers to allow 
young men to t r a i n to work certain types of machine was made i n 1964. 
But once t r a i n e d and e s t a b l i s h e d as a s e m i - s k i l l e d machinist there 
remained impenetrable b a r r i e r s between themselves and the work of the 
s k i l l e d men. Mr Bellingham, a s e m i - s k i l l e d man, worked on a range of 
machines c a r r y i n g out p l a n i n g , m i l l i n g , grinding, g e a r - c u t t i n g , 
turning, d r i l l i n g , boring, and capstan work; but he was s t i l l barred 
from encroaching upon t e r r i t o r y reserved for ' s k i l l e d ' men - although 
the reverse was permissible: 
A.B. "You see, a s k i l l e d man can work on a grinding machine or 
anything l i k e that, and a m i l l i n g machine. They had s k i l l e d 
men on capstans. But that's as f a r as i t goes. You can't 
do the opposite. You can't go on a l a t h e or a boring 
machine, or f i t t i n g , or anything l i k e that. I mean, I had a 
C i t y and G u i l d s i n ' f i t t i n g ' but I couldn't go on f i t t i n g -
no way!" 
Apart from being barred from ' s k i l l e d ' work, there seems to have been 
l i t t l e opportunity for the n o n - s k i l l e d men to as i t were 'jump over' 
onto a s t a f f job; t h i s was presumably p a r t l y a consequence of not 
having s u f f i c i e n t t e c h n i c a l knowledge to organise, s u p e r v i s e or 
s e r v i c e what was e s s e n t i a l l y a craft-type work organisation; a l s o i t 
may have been p a r t l y a r e f u s a l on the p a r t of s k i l l e d men to work 
under the authority of men of a lower status, s k i l l - w i s e ; s k i l l e d men 
would not, for example, recognise the legitimate authority of an un-
s k i l l e d foreman. 
At Scotswood, then, people tended to s t a y w i t h i n t h e i r own range of 
s k i l l a c t i v i t y , although there were opportunities i n l a t e r years for 
the time-served or e q u i v a l e n t men to move up o f f the shop f l o o r , 
e s p e c i a l l y after i t became the practice to advertise jobs i n t e r n a l l y 
before resorting to the outside market. Unskilled men, w h i l s t l a r g e l y 
barred from s t a f f jobs, and s k i l l e d work, s t i l l had a range of 
d i f f e r e n t l y p a i d jobs they would do, and the b a r r i e r s between the 
' u n s k i l l e d ' and ' s e m i - s k i l l e d ' p o s i t i o n s seem to have been a l i t t l e 
more f l e x i b l e than those b a r r i e r s operating to preserve ' s k i l l e d ' jobs 
for s k i l l e d men. Generally speaking, the strength of these barriers 
between the shop-floor s k i l l groups seems to have depended on the 
negotiated positions of management and unions, influenced no doubt by 
the current demand for s p e c i f i c types of labour and the amount of work 
avai l a b l e . 
Tress Engineering 
As a t Scotswood, a t T r e s s the s k i l l d i v i s i o n s of time-served 
tradesmen, s e m i - s k i l l e d m a c h i n e - o p e r a t o r s and m a c h i n e - s e t t e r 
operators, and n o n - s k i l l e d l a b o u r e r s and a n c i l l a r y workers, were 
c l e a r l y distinguishable! i n terms of exclusiveness the tradesmen as a 
group stood out alone, w h i l s t considerable movement occurred between 
the other two s e c t o r s - l a r g e l y i n the d i r e c t i o n upwards away from 
labouring jobs. Amongst the n o n - s k i l l e d jobs there was an obvious 
strong h i e r a r c h i c a l character. 
The strong influence of the non-skilled sector - numbering over 2/3 of 
a l l shop flo o r jobs - gave Tress a character c l e a r l y d i f f e r e n t from 
the tradesmen dominated Scotswood Works. The b a s i c h i e r a r c h i c a l 
organisation of u n s k i l l e d and s e m i - s k i l l e d jobs a t Tress can perhaps 
be best conveyed by r e l a t i n g a c o n v e r s a t i o n with a time-served 
maintenance f i t t e r , Robert Chelsea: 
R.C. " I ' l l t e l l you the way i t was, the way A l l a n the Red (the 
Works Convenor) had i t . You had - i n h i s context r i g h t -
you had the ' s e t t e r s ' , the 'setter-operators', then the 
'operators'; then you had the van d r i v e r s and the fork l i f t 
d r i v ers; then the labourers." 
F.P. "That was how A l l n had i t ? " 
R.C. "That's the way i t was." 
F.P. "You mean i n terms of pay, status, everything?" 
R.C. "Pay, s t a t u s , the l o t . A l l n would have the s e t t e r -
operators f i r s t , l i k e - but s e t t e r s f i r s t . Then we (the 
time s e r v e d men) had nowt to do w i t h them. We were 
completely on our own - s p l i t . " 
At the top of the u n s k i l l e d / s e m i - s k i l l e d hierarchy were the 'Setters'. 
These men mostly spent the i r time setting the automatic machines for 
others to operate. Each S e t t e r was r e s p o n s i b l e f o r a number of 
machines. O r i g i n a l l y these men were Capstan-Setter-Operators who had 
moved onto the new 'Setter' job when the automatic machines were 
introduced. There were 16 Setters for a l l the automatic machines. Of 
these 16 only two were time-served. 
The S e t t e r - O p e r a t o r s o s t e n s i b l y both s e t and operated a p a r t i c u l a r 
machine - although i t was s a i d t h a t few were capable of working 
completely without assistance or supervision. The l a r g e s t group of 
these men were the Capstan-Setter-Operators. Nearly a l l these men 
were non-time-served, often trained at government S k i l l Centres. 
Below the 'Setter-Operators' were the 'Machine Operators' who might 
operate a variety of different machines. The main machines a t Tress 
i n c l u d e d capstans, l a t h e s , d r i l l i n g machines, m i l l i n g machines, 
c o l l e t s , and s l o t t i n g machines. A l a r g e number of machines were 
'automated'. A man might have experience working s e v e r a l d i f f e r e n t 
types of machine. A machine operator would have a 'Setter' to do a l l 
his setting. On some of the automatic machinery an operator might i n 
fact be responsible for operating s e v e r a l machines at once. A stage 
below t h i s might be a 'Loader', the c h i e f r e s p o n s i b i l i t y of whom was 
simply to feed automatic machines with metal ingots to be worked upon. 
There were said to be about 40 Loaders and each Loader was responsible 
for up to 3 machines. This job might be considered intermediate 
between the s e m i - s k i l l e d machine jobs and the labouring jobs proper. 
Roughly p a r a l l e l with the loader's job, and e f f e c t i v e l y providing an 
a l t e r n a t i v e route up the s e m i - s k i l l e d h i e r a r c h y , was a job i n the 
'Ragging Bay*. I n the Ragging Bay men g e n e r a l l y d e s c r i b e d as 
l a b o u r e r s operated g r i n d i n g machines to remove the 'rags' or rough 
edges off 'finished' metal parts* Again 'Raggers' might be considered 
intermediate between labourers and s e m i - s k i l l e d jobs. 
I n terms of pay, i n the n o n - s k i l l e d s e c t o r , S e t t e r - O p e r a t o r s earned 
the most, but S e t t e r s had a higher b a s i c r a t e . S e t t e r s , u n l i k e 
Setter - O p e r a t o r s , d i d not work piece-work. Machine Operators came 
next above Tjan-Drivers and -Kirk L i f t Drivers. 
Below these groups came the labourers. 
According to Mr Chelsea the tradesmen were set apart. They themselves 
had their own hierarchy of s k i l l s with some being paid marginally more 
than others. To quote Mr Chelsea: 
R.C. "Even with the tradesmen we had the higher c a t e g o r i e s , you 
know. You had the Tool-Room." 
F.P. "They were the top?" 
R.C. "They were one of the top. They had 14 pence per week more 
than us. The Maintenance F i t t e r s and the E l e c t r i c i a n s had 
the same money." 
F.P. "Basic?" 
R.C. "Basic. And then you had the Welders on 60 pence per week 
less than us." 
The tradesman's hierarchy, however, was c r u c i a l l y d i fferent to that of 
the s e m i - s k i l l e d men, the difference being that the s k i l l e d men did 
not normally intend to, or expect to, change p o s i t i o n s or trad e s . 
Whereas the cha r a c t e r of the s k i l l e d men's h i e r a r c h y was one simply 
based on d i f f e r e n t i a l s i n pay and status, that of the se m i - s k i l l e d men 
was a d d i t i o n a l l y shaped by the existence of a promotional ladder up 
which you climbed, l e a r n i n g new s k i l l s or c a p a c i t i e s as you went 
along. 
The Semi-Skilled Men 
The p a r t i c u l a r l y d i s t i n c t i v e feature of the Tress work-force was the 
c o m p a r a t i v e l y h i g h number of men who had n e v e r s e r v e d an 
apprenticeship. Perhaps i n d i c a t i v e of th i s unusual state of a f f a i r s 
for an engineering company was the equally unusual f a c t that the Works 
Convenor of Tress Engineering had himself never served his time. 
A l l a n Marton, the 33 year o l d Works Convenor, worked a t Tr e s s f or 8 
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years i n h i s c a p a c i t y as a union spokesman and negotiator, and as a 
Capstan-Setter-Operator. He says that i n the l a t e 60's and e a r l y 70's 
there was a shortage of workers to operate capstans, lathes, m i l l i n g 
machines and the l i k e . Consequently, a man l i k e A l l a n Marton, trained 
a t a Government S k i l l Centre, could pick and choose: 
A.M. "Oh y e s . I had a c h o i c e because t h e r e were so many 
di f f e r e n t jobs; you see, people were knocking on the doors, 
even paying your t r a v e l l i n g expenses to go for interviews, 
which was quite incredible; I'd never come across anything 
l i k e t h i s before; there was a tremendous shortage of s k i l l e d 
labour i n the Engineering industry." 
I t seems that t h i s s k i l l shortage played a very important part i n the 
development of the T r e s s i n t e r n a l labour market. Jobs t h a t i n 
'normal' times would have been monopolised by tradesmen now became 
open to men whose previous horizons would have been r e s t r i c t e d to a 
band of l a b o u r i n g and l e a s t - s k i l l e d occupations. Compared to a 
s k i l l e d man's job a Tress machine job may have seemed limited i n scope 
and even monotonous; but compared to labouring jobs and the such l i k e 
a semi-skilled job could be a definite improvement. 
Men who had moved up from labouring to the top of the s e m i - s k i l l e d 
hierarchy now tended to perceive themselves as having r i s e n to better 
things. Labouring or n o n - s k i l l e d jobs were not now normally 
considered as a l t e r n a t i v e s . A Capstan-Setter-Operator was l i k e l y to 
p e r c e i v e the labour market from a viewpoint on a higher l e v e l than 
non-skilled men. Mr Simon was someone who was p a r t i c u l a r l y aware of 
the change i n status that his experience at Tress had given him. 
R.S. "I've had a t a s t e of i t - once I had a s t a r t a t the T r e s s -
and I l i k e i t ; I mean, before then I was only a g e n e r a l 
labourer, and on b u i l d i n g s i t e s and that; the way you get 
mucked about on g e n e r a l labouring you've got no idea what 
i t ' s l i k e ; one day you're c a r r y i n g the hod; the next day 
i 
you're making concrete; then you're digging d i t c h e s . You 
f e e l l i k e you're c o n t r i b u t i n g something when you're doing 
what I was doing l i k e , you know. That's the way l_ f e l t 
anyway." 
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As f a r as Mr Simon was concerned he had moved onto a completely 
d i f f e r e n t plane of work. He got more money; he had more s t a t u s ; he 
received more respect; and he got more job s a t i s f a c t i o n . 
Gaining a c c e s s to the T r e s s i n t e r n a l labour market opened up 
o p p o r t u n i t i e s not g e n e r a l l y a v a i l a b l e on the e x t e r n a l market. 
Consequently, 'getting i n to Tress', g e t t i n g a f i r s t job, could i n 
i t s e l f be an immediate work objective, as part of a strategy aimed at 
achieving other longer term goals. Mr Simon was p a r t i c u l a r l y highly 
e c o n o m i c a l l y o r i e n t a t e d ; he had a young f a m i l y and h i s a t t i t u d e s 
towards l i f e were very much family centred; earning s u f f i c i e n t income 
to pursue non-work home centred o b j e c t i v e s was h i s main aim. 
Progression up the Tress i n t e r n a l labour market resulted i n Mr Simon 
experiencing a general improvement i n his conditions of l i f e and work, 
but i t was the opportunity to earn with piece-work a l o t of money that 
was p a r t i c u l a r l y valued. But when Mr Simon f i r s t joined Tress the pay 
was not p a r t i c u l a r l y high; there were, however, opportunities to move 
on to better things: 
F.P. "What made you go to Tress? Did you hear about the money?" 
R.S. "Well i t wasn't a l l th a t good money when _I f i r s t s t a r t e d 
there; i t was more of an opportunity." 
I t seems t h a t men may be prepared to defer g r a t i f i c a t i o n and choose 
jobs which do not themselves s a t i s f y an o r i e n t a t i o n , such as an 
economic one, i f such choices are instrumental i n a long term strategy 
of goal f u l f i l l m e n t . 
Mr Simon a r r i v e d at the Tress with a history of u n s k i l l e d labouring 
jobs on b u i l d i n g s i t e s and i n warehouses and e v e n t u a l l y became a 
Capstan-Setter-Operator. He confirms Mr Marton's sug e s t i o n t h a t a 
shortage of labour and the need to ' d i l u t e ' the trades provided him 
with his opportunity: 
R.S. "That was j u s t i n case ... you know, say i t was an operator 
on a machine - there was a vacancy - th a t was j u s t i n case 
one of the l a b o u r e r s th a t swept the f l o o r wanted t h a t job; 
he'd put i n for i t before i t was sent to the dole you know. 
And i f he d i d and he got i t , w e l l they'd send a vacancy up 
the dole for a labourer." 
297. 
I t became very common for men to enter Tress Engineering as u n s k i l l e d 
labourers and progress through a structured hierarchy of s e m i - s k i l l e d 
machine jobs. One such man was Mr Simon. Another was Mr Gallow . 
Mr Gallow j o i n e d T r e s s when he was 18; he s t a r t e d , i n f a c t , one s t e p 
above a labourer as a 'loader*. He did not, however, stop i n t h a t 
position. As he says " I b u i l t myself up as a Capstan-Setter-Operator 
from there." This was the job he had when he was made redundant. 
As a t ScotBWood, the T r e s s unions - dominated by the A.U.E.W. - had a 
keen i n t e r e s t and i n f l u e n c e on the working of the i n t e r n a l labour 
market. At Tre s s the union g r a d u a l l y s e t about r e g u l a t i n g and 
standardising the dif f e r e n t jobs and the q u a l i f i c a t i o n s needed to do 
them. In the cases of both Mr Simon and Mr Gallow there was when they 
joined the company no established training procedure or structured s e t 
of stages for l e a r n i n g the 'trade' of Capstan Operator and S e t t e r a t 
the T r e s s . Both men went s t r a i g h t onto operating a capstan without 
any preliminary training or recognised q u a l i f i c a t i o n . This situation, 
however, gradually changed. According to Mr Gallow 
J.G. " ( I n the e a r l y 70's) when the union got a b i t stronger and 
e s t a b l i s h e d t h a t would never have happened; you know, you 
would have had to go under a Setter for a period and q u a l i f y 
as an Operator; and then p o s s i b l y i f the chance of being a 
Setter-Operator came about then you could try your hand a t 
i t ; and see whether you were suited or not." 
Later on, with trade union agreement and encouragement, the f i r m 
sponsored men to go on Government Training courses at a l o c a l S k i l l 
Centre. 
Mr Gallow worked on a l a r g e number of s e m i - s k i l l e d machine jobs i n 
Tr e s s , some of which appear to have been p a r t of a h i e r a r c h i c a l 
progression, w h i l s t others were l e s s obviously on different l e v e l s but 
were nonetheless perceived as varying i n attractiveness. 
J.G. " I was employed on j u s t about e v e r y t h i n g down there, you 
know - d r i l l i n g , m i l l i n g machines, loading the automatics, 
even 'setting'; i f somebody was o f f , you know, they would 
say "Well, you go on; you've been on there before; you've 
seen how they do i t . " 
F.P. "But some jobs were paid more than others were they?" 
J.G. "Well, they were - but there wasn't a big d i f f e r e n t i a l 
between them; not r e a l l y . There were some jobs better than 
others because they were easier; you could make more bonuses 
... c e r t a i n machines you would say 'Oh t h a t one always does 
the 'such and suches' and they're a good job; i f you can get 
on that machine you're doing we l l . " 
Some jobs and/or machines at Tress were considered to be better than 
others. This was the case on the same h i e r a r c h i c a l l e v e l . Variations 
i n a t tractiveness could be caused by the nature of the work - whether 
i t was heavy or l i g h t , clean or d i r t y , e t c - the amount of money that 
could be earned - whether or not i t was easy to make a bonus - whether 
i t i n v o l v e d shift-work, e t c . The a c t u a l s i g n i f i c a n c e of these 
v a r i a t i o n s would a l s o vary according to the p a r t i c u l a r person 
involved. Older men, for example, would l i k e l y prefer l i g h t e r work. 
Younger men with f a m i l y and household r e s p o n s i b i l i t i e s may be 
p a r t i c u l a r l y orientated to earning high income. Some people may try 
to a v o i d shiftwork, perhaps because i t i n t e r f e r e d with household 
arrangements. 
There was a l o t of l a t e r a l movement amongst the non-skilled workforce 
a t Tress. According to Mr Gallow which job or machine you got often 
depended on 'the luck of the draw' - the i m p l i c a t i o n being t h a t 
i n d i v i d u a l s might have l i t t l e d i r e c t say over which job they got. But 
insofar as the matter rested with the decisions of management i t might 
be p o s s i b l e to have an i n d i r e c t say by i n f l u e n c i n g those d e c i s i o n s . 
Mr Gallow for example, thought that there was a tendency for the more 
i n t r i c a t e jobs to pay l e s s w e l l ; consequently, i f i t was money you 
were a f t e r i t paid not to l e t the management know your f u l l 
c a p a b i l i t i e s : 
J.G. "The jobs where you made money were always the s i m p l e s t of 
jobs - you know, l i k e one hole to be d r i l l e d through a 
component; and anybody with h a l f an ounce of b r a i n s could 
stand a l l day punching t h a t h o l e through; and they were 
making more money than the bloke who was doing an i n t r i c a t e 
job; and I thought to myself: "Aye, you l e t them see t h a t 
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you know too much and t h e y ' l l j u s t e x p l o i t you; y o u ' l l end 
up doing the t r i c k y work and some thick-head t h a t stands 
punching holes h e ' l l make more money than you. So I always 
s o r t of kept myself h a l f way. Then i f something came along 
I would t a c k l e i t but I didn't l e t them know that I could go 
on to greater things." 
By p r e s e n t i n g a p a r t i c u l a r image of himself Mr Gibson was a b l e to 
exercise some influence, perhaps, on the mechanism by which men were 
distributed to jobs. That i n d i v i d u a l s would have l i k e d to have had 
some influence we can assume would be so because not a l l jobs were the 
same and not everybody had the same preferences. E x a c t l y how much 
s e l f - s e l e c t i o n went on i n the n o n - s k i l l e d s e c t o r i s u n c e r t a i n ; but 
undoubtedly i t did occur. Men did of course t a l k of being thwarted i n 
their ambitions; but they a l s o talked of changing jobs, staying with 
jobs, or r e j e c t i n g o p p o r t u n i t i e s , a t l e a s t as i f they b e l i e v e d they 
were a t times exercising d i s c r e t i o n . 
The Tradesmen 
Despite the large numbers of the 'unskilled' and 'semi-skilled' there 
s t i l l remained a s u b s t a n t i a l minority of ' s k i l l e d ' men on the shop 
fl o o r . Some of the s k i l l e d men witnessed the i n f l u x of s e m i - s k i l l e d 
' d i l u t e e s ' with a mixture of mirth and scorn, and perhaps a l s o a 
l i t t l e apprehension. A man who r e c a l l s the reaction of amusement of 
his time-served colleagues i s Mr Tomlinson - a f i t t e r : 
"They'd come i n say with a paint brush - because there were 
some contractors i n , you know, painting the place out - the 
next thing they were on a machine. You know, they a l l s a id 
"I'd rather do your work, l i k e " - came i n with a paint-brush 
and they're on the machines. We used to s t a r t laughing." 
The time-served men were aware that they were the 'real' tradesmen and 
so there was a tendency amongst some of them to scorn the 'machine-
men's' pretensions to be ' s k i l l e d ' . Some of the labourers a l s o mocked 
the c l a i m s of some of the ' d i l u t e e s ' to have r i s e n to a s u p e r i o r 
s t a t u s ; men who had not s e r v e d t h e i r time had no r i g h t to look down 
upon anybody. 
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Some of the s e m i - s k i l l e d machine-men, on piece-work, could earn more 
than the tradesmen - a l b e i t with greater e f f o r t - and t h i s was 
resented by some s k i l l e d men. Possibly a source of greater resentment 
could have been a p e r c e i v e d t h r e a t posed by the d i l u t e e s to the 
s k i l l e d men's job security. Amongst our very small sample of only 8 
Tres s tradesmen a t l e a s t one man expressed some apprehension: Mr 
Lumbley, a f i t t e r : 
" A l l these s k i l l s are going. I mean I was s u r p r i s e d when 
they brought these schemes i n where they s a i d they would 
take somebody a f t e r 2 or 3 months and he ended up as a 
s k i l l e d m a c h i n i s t or whatever. I'm s u r p r i s e d the unions 
allowed i t to happen. Obviously at the time they were short 
of s k i l l s ; t h a t was the reason the s c h o o l s happened you 
know. But I think i t was a b i t hard l i n e s on the bl o k e s 
t h a t had s e r v e d 5 years and what have you and they f i n d to 
some extent t h a t they're g e t t i n g shoved i n t o by younger 
people." 
Perhaps those with most to f e a r from the competition of ' d i l u t e e s ' 
were those time served men who l i k e Mr Lumbley were carrying out the 
l e a s t t e c h n i c a l l y d i f f i c u l t functions, functions which could be le a r n t 
i n a s h o r t p e r i o d of time. The assembly f i t t e r s a t T r e s s were a l l 
time-served men but the job was very r e p e t i t i v e and, some would say, 
r e a l l y o n l y f i t to be c a l l e d ' s e m i - s k i l l e d ' ; and, maybe i t could be 
argued, i f the job i t s e l f was only of a s e m i - s k i l l e d nature i t did not 
require a time-served man. 
We argued e a r l i e r i n Chapter H tha t l i m i t e d experience on a narrow 
range of work, such as was a v a i l a b l e a t T r e s s , was l i k e l y to put an 
unemployed time-served engineer a t a disadvantage when competing 
against men of a broader experience, such as those from Scotswood. I t 
may not have been a coincidence t h a t three years a f t e r c l o s u r e , i n 
June 1981, of the four time-served Tress f i t t e r s we interviewed a l l 
were e i t h e r unemployed or working as a labourer. One man had been 
o f f e r e d a job a t h i s trade but he b e l i e v e d i t to be beyond h i s 
ca p a b i l i t i e s and he turned i t down. 
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Labourers and Unskilled 
To some extent there was a b l u r r i n g of the b o r d e r l i n e between the 
u n s k i l l e d and s e m i - s k i l l e d groups. A 'loader' on the automatic 
machines was, for example, something of an intermediate job. 
Generally speaking, however, the labouring jobs were perceived by the 
men to i n c l u d e sweeping and c l e a n i n g jobs, jobs i n the Ragging Bay, 
jobs i n the stores, jobs working on the 'Chemical Bath' - where metal 
was t r e a t e d a g a i n s t c o r r o s i o n - and jobs i n the F i r s t Aid Room, e t c . 
The range of u n s k i l l e d jobs was much narrower than at Scots wood, but 
within these l i m i t s there was s t i l l a l o t of l a t e r a l movement over a 
lengthy period of time, and a l s o h i e r a r c h i c a l movement onto machine 
jobs. 
The labouring jobs tended to be occupied by o l d e r men aged over 50 
years. Mr C a r l i s l e , a man i n his l a t e 50's, was shop steward for the 
labourers for 10 years up to two years before the Tress closed and as 
such he claimed to have s p e c i a l knowledge of managerial practices. He 
said that vacancies for machine jobs were advertised on the i n t e r n a l 
notice board and there was nothing to stop older men moving upwards i f 
they so wanted. But o l d e r men were l e s s l i k e l y to want to move and 
this, s a i d Mr C a r l i s l e persuaded some foremen to prefer them when i t 
came to hiring labourers: 
" I n our p l a c e (Tress) you had to be 40 before they would 
s t a r t you as a labourer because they said that once men got 
to an age 40 to 50 they would want to st a y on labouring. 
When they got the l i k e s of young l a d s and put them on 
l a b o u r i n g , sweeping the f l o o r and t h a t , they would 
a u t o m a t i c a l l y - i f a job came on the board - they would 
automatically put i n for the jobs you see - Well they would 
keep losing them." 
The labouring sector acted as a reserve pool of labour, for the semi-
s k i l l e d machine jobs; but older men appear to have been very r e l u c t a n t 
to take the opportunities given them to move up. Consequently, there 
was a strong tendency f o r any young labourers to e v e n t u a l l y move 
upwards l e a v i n g a r e s i d u e of o l d e r men. At the same time i t seems 
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t h a t r e c r u i t e r s may a t times p o s i t i v e l y have p r e f e r r e d to take on 
older men for labouring jobs i n order to stem t h i s upward flow. 
One man who refused to move up was an ex-miner who worked at Tress as 
a labourer, Mr Coulson. He was i n his 60's and was unable to do heavy 
work. He worked a t T r e s s for 4 years. He worked mainly sweeping up 
and cleaning, although at times he worked in the stores. Mr Coulson 
l i k e d the job " I t was canny work, man; you weren't bothered by any 
bosses or nowt". Mr Coulson could have worked i n the Ragging Bay but 
he did not fancy i t . T h i s was the case even though he saw a job i n 
the Ragging Bay as a good way of progressing onto other machine work. 
You would do t h i s , he suggested Mr Coulson, i f you were a f t e r e x t r a 
money, i f , perhaps, you were a young man with a wife and c h i l d r e n . 
But Mr Coulson was not i n t e r e s t e d : M I says 'I don't want i t ' ; I never 
a p p l i e d for nowt. I was happy with what I was doing - j u s t the 
labouring; I was on a good section, the Capstans". He recognised that 
the machine men were r e l a t i v e l y w e l l paid but he was quite happy with 
h i s "canny number". 
The e x p l a n a t i o n for the r e l u c t a n c e of o l d e r men to move upwards i s 
complex. One f a c t o r , we suggest, i s t h a t i n c r e a s i n g age tends to be 
accompanied by an increasing orientation towards work i n v o l v i n g l e s s 
e f f o r t . Mr C a r l i s l e ' s r e c e n t job h i s t o r y , for example,suggested he 
gave some value to 'easy' work - as w e l l as good pay and a preference 
for day-shift. He worked a t Vickers Elswick before Tress but l e f t the 
former because the l a t t e r was higher paid and easier work. He started 
a t Tress as a f o r k - l i f t d r i v e r , and then moved on to the 'Chemical 
Bath' - a job he took mainly because i t was constt.it day-shift which 
was e a s i e r for h i s wife; another f a c t o r was t h a t i t was higher paid. 
From the Bath he progressed to loading 3, and then 4, automatic 
machines; t h i s job i n v o l v e d n i g h t - s h i f t but i t had a t t r a c t i v e 
compensations. I t was r e l a t i v e l y high paid because i t was a good 
piece-work rate and everything was done automatically; and the work 
was very l i g h t , i n v o l v i n g as i t did l a r g e l y watching over the 
machines. Some machine loading jobs were much heavier than others and 
so Mr C a r l i s l e thought he had done w e l l to get the machine he got. 
As men get o l d e r the amount of e f f o r t i n v o l v e d i n a job becomes 
i n c r e a s i n g l y important. The s e m i - s k i l l e d machine, jobs a t T r e s s , 
paying by the piece, normally involved more intensive t i r i n g work than 
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the labouring jobs. The labouring jobs paid l e s s per hour than what 
an average s e m i - s k i l l e d piece-worker would earn but the labourers, as 
older men, were l e s s l i k e l y to be under the same family pressures to 
earn high income and so the economic component of t h e i r o r i e n t a t i o n 
was probably not as s i g n i f i c a n t ; consequently they were probably more 
l i k e l y to trade i n high pay f o r some other r e t u r n such as ease of 
work. At the same time, those labourers who were highly economically 
motivated could make th e i r pay up by working overtime - at a trade-off 
cost, though, of course, of l e s s l e i s u r e . Mr C a r l i s l e , above, appears 
to have been lucky enough not to need to make much of a tra d e - o f f a t 
a l l ; he had a l i g h t job and i t was r e l a t i v e l y highly paid - which i s 
why he considered i t to be the best job i n the factory. 
Another factor put forward to explain the differences i n the attitudes 
of age groups towards the s e m i - s k i l l e d jobs was that as Mr C a r l i s l e 
put i t the o l d e r men "were s a t i s f i e d " w h i l s t the younger men, i n 
contrast, were ambitious. The young men had their future before them 
and they wanted to a c h i e v e something. As Mrs C a r l i s l e put i t "No 
young lad wants to be a labourer." Older men, on the other hand, have 
reached the end of the road as far as work i s concerned. Their future 
i s retirement. Consequently, improving your s k i l l s and marketability 
for the future i s pointl e s s . 
F i n a l l y there i s the factor that i t becomes increasingly d i f f i c u l t to 
change your outlook and l e a r n something new as you get o l d e r . Mr 
Gallow makes the point: 
"At t h a t age I t h i n k i t ' s h a r d f o r a b l o k e to g r a s p 
something, you know. I mean, f a i r enough, anybody can sweep 
the f l o o r , you know, and empty the bins, and things l i k e 
t h a t . A l o t of them are a b i t r e l u c t a n t to t r y anything 
e l s e : 'No, I'm too old to try that now'." 
Such a t y p i c a l person was Mr Walton, an ex-miner i n his 60s who was at 
Tress 6 years. He says he was not interested i n trying for a machine 
job because: " ( I t would have been) too much worry; I couldn't 
concentrate properly. And then you s t a r t to get slow to learn l i k e -
something l i k e 56 or something l i k e that; when you're going on 56 
i t ' s a b i t late i n l i f e to take i t up". 
Older men may be l e s s receptive to new ideas and ways of doing things. 
A l l a n Marton, the Convenor, suggested t h a t o l d e r men a t Tress were 
p a r t i c u l a r l y l e s s r e c e p t i v e because of t h e i r background. A l a r g e 
number of them were ex-miners and "the v a s t m a j o r i t y of the o l d e r 
ones" would not put i n f o r machine jobs. He suggested t h a t c o a l -
miners have p a r t i c u l a r d i f f i c u l t y coming to terms with engineering 
machinery and an engineering environment: 
A.M. "A l o t of the l a d s the a t t i t u d e went 'Well, we dig coal... 
we've done i t a l l our l i v e s and we aren't going to do 
anything that's t h a t d i f f e r e n t ' ; and they were q u i t e happy 
to do labouring, p u l l things around, or whatever. I t was a 
big change to come into a factory and then to try to work to 
a thousandth of an inch on a machine; they didn't want to be 
t i e d to a machine. I think some of them were s o r t of - not 
Luddites i n the sense t h a t they wanted to smash machines -
but anti-machine, you know. The older ones I would say were 
v i r t u a l l y anti-machine. They used to look i n amazement at 
the things you could do with machines." 
I t seems c l e a r t h a t many labourers made a d e l i b e r a t e choice not to 
'try for' the machines. The absence of older workers on the machines 
was as much due to resistance from the older men themselves as much as 
say a consequence of s e l e c t i o n preferences of management. 
Conclusions 
The i n t e r n a l labour markets at Scotswood and Tress were arenas for the 
distribution of people to jobs. From management's point of view there 
was a ready pool of labour a l r e a d y f a m i l i a r with the ways the Works 
were organised; they were l i k e l y to be f a m i l i a r with the production 
process i n v o l v e d with p a r t i c u l a r products and may have s p e c i f i c 
advantages i n t e c h n i c a l knowledge over o u t s i d e r s on the e x t e r n a l 
market; the c a p a b i l i t i e s and experience of the men would be on record 
and so would be known and would t h e r e f o r e preclude the n e c e s s i t y of 
e x e r c i s i n g time and expense i n searching for s u i t a b l e candidates on 
the external market. 
In the case of Scotswood, the plant was i n f a c t to some extent part of 
a l a r g e r pool of labour a v a i l a b l e to the V i c k e r s Group as a whole. 
Men could be transferred to those places where they were needed. I t 
seems l i k e l y , however, that men would only be transferred i f people 
with s i m i l a r s k i l l s c o u l d not be found l o c a l l y and i f there was no 
e f f e c t i v e r e s i s t a n c e by the men themselves or t h e i r unions. I f the 
Scots wood sample i s anything to go by there was i n fact l i t t l e d i r e c t 
transfer i n the short term; over the long term, however, considerable 
movement did occur. 27% of our sample of 47 men had a t some time 
s i n c e the war been t r a n s f e r r e d d i r e c t l y to Scotswood from E l s w i c k . 
Most of these movements occurred i n the 1960s when during a period of 
product and p l a n t r e - o r g a n i s a t i o n men were o f f e r e d the 'choice' of 
t r a n s f e r to Scotswood or redundancy. Some men, e s p e c i a l l y some of 
those t r a n s f e r r e d with the S.T.C. job, claimed t h a t even a f t e r a 
decade a t Scotswood they were s t i l l thought*of by the indigenous 
population as 'outsiders', as, i n fa c t , 'Elswick men*. 
From the individual's point of view, getting into an i n t e r n a l labour 
market can have two main attractions: (a) i t can give you access to a 
broader range of jobs, and (b) i t can gi v e you access to promotion 
hierarchies. 
Both V i c k e r s Scotswood and T r e s s Engineering had a c t i v e i n t e r n a l 
labour markets. I n e a r l i e r chapters we pointed out tha t people's 
orientations to work were formed i n part i n response to an evaluation 
of their range of options. Not everybody had the same options; people 
higher up the s k i l l h i e r a r c h y tended to have a broader range than 
those lower down. We a l s o suggested that further segmentation might 
occur according to gender and age differences - the young tend to have 
more scope than the old, and men more than women - and that within the 
' s k i l l e d ' group i n p a r t i c u l a r there might occur s i g n i f i c a n t d i v i s i o n s 
on the dimension of 'secu r i t y ' . A f u r t h e r d i v i s i o n of importance 
proves to be that which divides 'insiders' from 'outsiders'; people i n 
an i n t e r n a l labour market could have a greater range of opportunity 
and choice than those outside. 
At both V i c k e r s Scotswood and T r e s s Engineering i t was the d e f i n i t e 
practice to advertise many, i f not most, job vacancies i n t e r n a l l y , on 
a notice-board, p r i o r to r e s o r t i n g to the e x t e r n a l market. As a 
consequence the moBt popular jobs tended to be f i l l e d by i n t e r n a l 
a p p l i c a n t s . I t would normally o n l y be i n the event of there being 
nobody inside the Works capable of doing a job and/or nobody capable 
i n s i d e the Works wanting the job, t h a t a job vacancy would be sent 
onto the e x t e r n a l market. Thus both work-places tended to have 
c e r t a i n 'ports of entr y 1 , or p o s i t i o n s f or which e x t e r n a l market 
applicants were more l i k e l y to have the opportunity to apply. 
'Port of entry' jobs tended to be those with no obvious job ladder 
leading up to them from below - namely labouring and tradesmen's jobs. 
Structured hierarchies r i s i n g up from these jobs - such as the semi-
s k i l l e d h i e r a r c h y a t T r e s s and c e r t a i n s t a f f jobs a t Scots wood were 
p a r t i c u l a r l y l i k e l y to be f i l l e d with i n t e r n a l r e c r u i t s . Popular 
jobs, or p o s i t i o n s , not p a r t of an obvious h i e r a r c h i c a l p rogression 
would also l i k e l y be monopolised by 'insiders'. 
In the case of Scots wood, although i t could be treated by management 
as being with E l s w i c k , and to some extent other V i c k e r s p l a n t s as 
w e l l , as part of a larger 'Company' labour pool, as far as the workers 
were concerned the r e v e r s e does not seem to have been true. That i s 
to say Scots wood shop-floor workers did not have p r i v i l e g e d access to 
jobs i n t e r n a l to other V i c k e r s p l a n t s . Moreover there were strong 
suggestions that d i r e c t voluntary movement from one Vickers plant to 
another was a t the l e a s t very d i f f i c u l t , i f not, as some s a i d , 
impossible. To move v o l u n t a r i l y from Scotswood to Elswick, or v i c e -
v e r s a , was l i k e l y to mean going v i a the e x t e r n a l market - whether 
unemployment or another firm - and losing your years of servic e . Thus 
i t seems both Scotswood and E l s w i c k had t h e i r own separate i n t e r n a l 
labour markets with ports of access from the external market but not, 
at shop-floor l e v e l , open to each other. 
Insofar as i n t e r n a l recruitment p o l i c i e s are adhered to elsewhere then 
i t follows that below the s k i l l e d men's l e v e l i t would genera 1 l y be 
the case t h a t people on the e x t e r n a l market are l i k e l y to be faced 
with a much narrower range of choice. I n e f f e c t , the more t h a t 
recruitment to the most popular positions occurs i n t e r n a l l y then the 
more that the non-skilled unemployed are l i k e l y to be faced with the 
l e a s t a t t r a c t i v e jobs; and to the extent t h a t people occupying 
intermediate p o s i t i o n s i n a s e m i - s k i l l e d h i e r a r c h y are unable to 
transfer to a s i m i l a r position or l e v e l i n another work-place then the 
more that they become t i e d to thei r current employer. 
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The l o c a t i o n i n a firm's job s t r u c t u r e of port of entry jobs w i l l no 
doubt depend p a r t l y on the a v a i l a b i l i t y of i n t e r n a l labour and a l s o 
the readiness of that labour to take up the opportunities on offer; i t 
may a l s o depend on the p o l i c i e s of trade unions. At both T r e s s and 
Scotswood the i n t e r n a l unions c l e a r l y took a keen i n t e r e s t and had a 
s i g n i f i c a n t i n f l u e n c e on the 'open-ness' of c e r t a i n p o s i t i o n s . I n 
p a r t i c u l a r , the A.U.E.W. generally dominated by s k i l l e d men - but not 
a t T r e s s - had, and s t i l l has, an i n t e r e s t i n the l o c a t i o n of the 
boundary between ' s k i l l e d ' and 'semi-skilled' jobs. The opening up of 
trades to ' d i l u t e e s ' seems to have occurred a t times of labour 
shortage; a t times of job shortage we might s p e c u l a t e whether the 
r e v e r s e process might occur; l o c a l unions might be a b l e to e x e r t 
influence to reserve jobs for time-served men. I t may be, therefore, 
that the degree of dependency on a current employer by men a t the top 
of s e m i - s k i l l e d hierarchies - such as the Capstan-Setter-Operators at 
Tress - may vary according to the p o l i c i e s and influence of s k i l l e d 
u n i o n i s t s elsewhere. Where, of course, the s e m i - s k i l l e d job i s 
technologically s p e c i f i c to a p a r t i c u l a r work-place the question of 
p o l i t i c a l exclusion from elsewhere would not a r i s e ; i n the case of the 
c a p s t a n - s e t t e r - o p e r a t o r s a t T r e s s , however, t h e i r ' s k i l l ' was to a 
degree useable elsewhere. 
The r a i s o n d'etre for i n t e r n a l markets a t T r e s s and Scotswood, and 
their p a r t i c u l a r c h a r a c t e r i s t i c s , appears to be a product of at l e a s t 
four f o r c e s : the e f f e c t of a shortage on the e x t e r n a l market of 
adequately s o c i a l i s e d and t r a i n e d workers; the c r e a t i o n of job 
v a c a n c i e s r e q u i r i n g p l a n t s p e c i f i c s k i l l s ; the attempts by the 
managements to ensure a r e g u l a r and competent supply of labour; and 
the attempts by trade unions to c o n t r o l work r e s p o n s i b i l i t i e s and 
maximise opportunities for their members. 
Within the i n t e r n a l markets jobs could vary i n their a t t ributes and 
men's work objectives and preferences could likewise vary. Given the 
o p p o r t u n i t i e s a v a i l a b l e men a t both T r e s s and Scotswood seemed to 
e x e r c i s e a t l e a s t some choice, even i f such 'choice' often i n v o l v e d 
the acceptance or r e j e c t i o n of opportunities as they arose rather than 
the selection of suitable jobs at w i l l . 
Some objectives could not be attained unless access was gained to the 
p e r t i n e n t s k i l l group. At both Scotswood and T r e s s entry to the 
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s k i l l e d man's group was s t r i c t l y c o n t r o l l e d and g e n e r a l l y not 
a c c e s s i b l e to those who had not s e r v e d an a p p r e n t i c e s h i p ; however, 
which jobs or functions were to be monopolised by the s k i l l e d men 
would f l u c t u a t e a t the margins a t c e r t a i n times, and a t such times 
such jobs could be down-graded and become the province of s e m i - s k i l l e d 
men. At T r e s s , access to the top s e m i - s k i l l e d jobs was a d e f i n i t e 
p o s s i b i l i t y once entry to the i n t e r n a l market had been achieved; i f 
c e r t a i n o b j e c t i v e s , such as high pay, could not be immediately 
achieved by labourers, they could be achieved i n the long run by those 
prepared to undergo the training and exert the necessary e f f o r t . The 
Tress i n t e r n a l labour market and h i e r a r c h i c a l structures provided the 
opportunity for men to r i s e to a higher plane of jobs where the 
rewards, we think, were l i k e l y to be perceived as better on a number 
of dimensions compared to the l e s s e r s k i l l e d jobs below. 
At Scotswood a l s o there were a t times opportunities for men to t r a i n 
to work se m i - s k i l l e d machines, but the opportunities were not constant 
and there was no obvious progressive non-skilled job hierarchy as at 
Tress; the impression was given that at Scotswood the work of the top 
s e m i - s k i l l e d machine men had a much higher s k i l l component than 
formally equivalent jobs a t Tress, and i f t h i s was so i t would be much 
more d i f f i c u l t to create a ladder of e a s i l y learnable jobs or 'steps' 
as a t T r e s s . There were a t Scotswood some s i m p l e r s e m i - s k i l l e d 
machine jobs which labourers could e a s i l y learn i n a short period of 
time and at times, unions permitting, labourers might be allowed to do 
them, but such jobs were not part of a structured hierarchy. 
I f T r e s s was s i g n i f i c a n t l y c h a r a c t e r i s e d by the o p p o r t u n i t i e s 
l a b o u r e r s had for upward m o b i l i t y i t was not the case t h a t a l l men 
necessarily took advantage of those opportunities. There were strong 
suggestions that the manual labour force at Tress was differentiated 
according to their orientations and that where opportunities existed 
men would t r y to move towards those jobs o f f e r i n g r e t u r n s most 
congruent with t h e i r p r e f e r e n c e s ; the o p p o r t u n i t i e s for upward 
mobility, therefore, had d i f f e r i n g significance for men according to 
t h e i r work aims. I t seems t h a t o l d e r men were more apt than t h e i r 
younger c o l l e a g u e s to p r e f e r to s t i c k on labouring jobs, d e s p i t e 
apparent o p p o r t u n i t i e s for the former to move on and up i f they so 
wanted. 
Four components of the older men's orientation towards the labouring 
jobs were suggested: older men tend to prefer li g h t e r jobs i n v o l v i n g 
l e s s intensive e f f o r t ; some of the older Tress labourers came from a 
lifetime of mining and i t may have been mentally d i f f i c u l t for them to 
adjust th e i r minds to working with engineering machines; there would 
probably be l e s s f i n a n c i a l pressure on the older men, towards the end 
of the l i f e - c y c l e , to earn the highest pay possible by working piece-
work on the machines; and, the older man i s l e s s apt to think i n terms 
of increasing h i s s k i l l s and future marketability. These components, 
either i n d i v i d u a l l y or c o l l e c t i v e l y , could persuade men to choose not 
to move up the s e m i - s k i l l e d ladder. Younger men, on the other hand, 
with contrasting orientations, would be more l i a b l e to take advantage 
of the opportunities for upward mobility. 
Even i n r e s p e c t of jobs broadly on the same n o n - s k i l l e d l e v e l i t 
seemed they could s t i l l vary according to a number of attributes such 
as earnings p o s s i b i l i t i e s , shift-work, h e a v i n e s s , c l e a n l i n e s s , 
boredom, promotional opportunities, etc., and that men could vary i n 
t h e i r p r e f e r e n c e s (or d i s l i k e ) f o r them. The extent to which men 
could choose to do or not to do c e r t a i n jobs was not c l e a r , but men 
gave r e p l i e s which suggested a t l e a s t some influence, and even when i t 
depended simply on the discretion of management i t seems u n l i k e l y to 
be the case that the workers' preferences would always be ignored. I t 
seems probable, then, that men were exercising a t l e a s t Borne degree of 
choice, possibly involving at times a trade-off. 
S k i l l e d men at Tress and Scotswood did not engage i n much l a t e r a l job 
movement - although they could apply their s k i l l on different objects 
of work - but there were opportunities, e s p e c i a l l y at Scotswood, for 
upward movement onto t e c h n i c a l l y r e l a t e d s t a f f jobs. T h i s upward 
movement was greatly f a c i l i t a t e d by the poli c y of advertising jobs on 
the i n t e r n a l notice-board. To some extent older s k i l l e d men could see 
promotion onto a s t a f f job such as Inspector as a means of achieving 
l i g h t e r work; but f a c t o r s such as job i n t e r e s t , s e c u r i t y , long term 
prospects, and s t a t u s could a l s o come i n t o i t . I t seems tha t non-
s k i l l e d men had l i t t l e opportunity to progress onto a s t a f f job. 
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CHAPTER X 
Summary and Conclusion 
We w i l l proceed i n t h i s l a s t chapter by r e - c a p i t u l a t i n g the main 
points and f i n d i n g s mentioned i n the e i g h t preceding chapters, 
following with a f i n a l comment and conclusion. 
Summary 
In Chapter I we introduced the thesis . Here i t was explained that the 
study was s e t i n a framework t h a t t r i e d to take account of both the 
s i g n i f i c a n c e and i n f l u e n c e of w o r k e r s ' p e r c e p t i o n s and 
interpretations, their values and preferences, and their e r t o r t s to 
achieve t h e i r objectives, and the constraining and determining e f f e c t s 
of s o c i a l l y constructed b a r r i e r s to movement and un f e t t e r e d choice. 
There was to be no attempt to examine the consequences of s e l e c t i v e 
r ecruitment p r a c t i c e s , but t h e i r e x i s t e n c e would be recognised as 
c r u c i a l and would i n e f f e c t be taken as a given c o n d i t i o n of the 
market. Managerial p r a c t i c e s i n genera 1, and a l s o trade union 
practices, were to be e x p l i c i t l y understood as important, e s p e c i a l l y 
i n regard to the organisation of work on the i n t e r n a l labour market. 
But the emphasis of the p r o j e c t was to be on job o p p o r t u n i t i e s -
however a c t u a l l y determined - as seen through the eyes of the workers 
concerned, and the significance and effectiveness of worker preference 
and choice i n the f i n a l labour d i s t r i b u t i o n process. The o v e r a l l aim 
was to i n v e s t i g a t e how the labour market was patterned "by r e l a t i n g 
people's o r i e n t a t i o n s , and changes i n o r i e n t a t i o n s , to both the 
structure and restructuring of job opportunities, and to differences 
in, and alterations in, non-work variables". 
Chapter 2 saw a presentation of t h e o r e t i c a l perspectives on the labour 
market. The p o i n t was made t h a t the t r a d i t i o n a l economist's 
e x p l a n a t i o n of how a l l o c a t o r y mechanisms work had come under 
increasing c r i t i c i s m i n recent years and that attempts were being made 
to formulate new t h e o r i e s and models. Recognition t h a t the market 
tends to be s t r u c t u r a l l y d i v i d e d i n t o s u b - d i v i s i o n s encouraged the 
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growth of a range of perspectives c o l l e c t i v e l y known as Segmented or 
Dual Labour Market approaches. The i d e a s presented i n t h i s chapter 
formed the background against which the research was carried out. 
Our samples, and the firms from which they were drawn, were introduced 
and described i n Chapter 3. I t was explained that the development and 
f i n a l c l o s u r e of the two p l a n t s , V i c k e r s Scotswood and T r e s s 
Engineering, should be understood i n the context that they were both 
s u b s i d i a r i e s of l a r g e m u l t i n a t i o n a l companies. The i n t e r e s t s and 
p o l i c i e s of the parent companies were j u s t as important as the l o c a l 
conditions and markets of the s u b s i d i a r i e s themselves. 
In the case of Scotswood - and the ' s i s t e r ' p l a n t a t E l s w i c k -
development was c l o s e l y bound up with the r i s e to pre-eminence of 
heavy engineering on Tyneside and the r i s e to power of the armaments 
giants of Vickers and Armstrongs. The post-war products of Scotswood 
and the s k i l l s of the men who worked on them r e f l e c t e d this h i s t o r i c a l 
i n h e r i t a n c e . When V i c k e r s e v e n t u a l l y made a break with i t s long 
dependency on armaments and moved towards 'modern' products made with 
newer s k i l l s the s t r a t e g i c importance of the 'Newcastle Works' 
d e c l i n e d , and i t f i n a l l y became d i s p e n s a b l e . V i c k e r s L i m i t e d was 
'restructured' and Scotswood disappeared. 
T r e s s Engineering had a much s h o r t e r h i s t o r y ; i t only s t a r t e d a f t e r 
the Second World War. I t s products and s k i l l s r e f l e c t e d i t s r e c e n t 
birth. The products were 'light' and geared towards the modern petro-
chemical industry. I f Scotswood engineers were t y p i c a l working c l a s s 
a r i s t o c r a t s , Tress workers were, by and large, a much more common lot; 
semi-skilled and u n s k i l l e d men predominated. 
Like Scotswood Tress's downfall came f i n a l l y as a r e s u l t of decisions 
made elsewhere i n the m u l t i - p l a n t company. As an i n d i v i d u a l 
enterprise producing v a l v e s and guages Tress may very w e l l have been 
able to carry on and survive; but as part of a much bigger f i n a n c i a l 
o r g a n i s a t i o n i t s continuance depended on broader c o n s i d e r a t i o n s of 
o v e r a l l company p o l i c i e s and performance. Tress i n Newcastle 
apparently did not f i t into the o v e r a l l plan and so, l i k e Scotswood, 
was closed down. 
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When T r e s s and Scotswood c e a s e d o p e r a t i o n s i n 1978 and 1979 
r e s p e c t i v e l y the former employed about 750 people and the l a t t e r 330. 
At the time, engineering was s t i l l a s i g n i f i c a n t employer of men on 
Tyneside, and there were s t i l l a s u f f i c i e n t number of engineering 
employers and a s u f f i c i e n t number of men trained in engineering trades 
to be a b l e to t a l k about an 'engineering labour market'. During the 
period of r e s e a r c h , however, the t r a d i t i o n a l i n d u s t r i e s , i n c l u d i n g 
heavy engineering and s h i p b u i l d i n g , came under s e v e r e p r e s s u r e 
r e s u l t i n g i n a dramatic increase i n closures and redundancies. 
Thus the p e r i o d was c h a r a c t e r i s e d by r a p i d l y d e c r e a s i n g j o b 
o p p o r t u n i t i e s , a s h r i n k i n g engineering market, and f a s t r i s i n g 
unemployment reaching l e v e l s not experienced since the 1930s. In a 
sense the Tress redundancies heralded what was to come. By the time 
Scotswood was shut the a r e a was i n s e r i o u s depression. 18 months 
la t e r , when our interviewing finished, the si t u a t i o n had deteriorated 
even further. 
I t was i n a context, then, of considerable i n s t a b i l i t y , and mounting 
s o c i a l concern, that our two samples of 47 and 36, from Scotswood and 
Tress r e s p e c t i v e l y , were interviewed over the period February 1980 to 
A p r i l 1981, and then followed up b r i e f l y i n June of the same year. 
In Chapter 4 we presented the f i r s t 'results' of our interviews. The 
respondents' a t t i t u d e s to Scotswood and Tress and post-redundancy 
employment were t a b u l a t e d and counted i n order to produce a crude 
measure of the comparative quantitative weight of various aspects of 
attraction and repulsion. Differences between the Scotswood and Tress 
workforces were noted. C e r t a i n f e a t u r e s stood out as worthy of 
f u r t h e r a t t e n t i o n and i t was decided to make them the s u b j e c t s of 
la t e r chapters. 
The point was made that both the Tress and Scotswood work-forces had 
been p a r t i c u l a r l y s t a b l e over the previous f i v e years and that i n both 
cases men had 'settled* on places they r e l a t i v e l y liked. The tendency 
to stop moving about and s e t t l e down was thought to be p a r t i c u l a r l y 
s t r i k i n g amongst semi-skilled and unskilled men at Tress Engineering. 
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This s t a b i l i t y was r e l a t e d to the f a c t t h a t a t l e a s t some men were 
s t a y i n g a t T r e s s and Scotswood because "these firms were seen to be 
more l i k e l y than other employments, e s p e c i a l l y within engineering, to 
s a t i s f y t h e i r prime o b j e c t i v e s " . I t seemed men a t Scotswood, for 
example, tended to value considerations of an i n t r i n s i c kind while men 
a t T r e s s tended tobe e c o n o m i c a l l y o r i e n t a t e d . Scotswood and Tress 
tended to s a t i s f y these work o b j e c t i v e s . The i m p l i c a t i o n was t h a t 
choice was being e x e r c i s e d and t h a t choice was being i n f l u e n c e d by 
varying orientations. 
Subsequent to the redundancies men from both samples seemed to be 
having d i f f i c u l t y r e g a i n i n g s t a b l e employment. Over a h a l f of the 
Scotswood men and at l e a s t a t h i r d of the Tress men experienced over 6 
months continuous employment. Even amongst those who got jobs many 
had c l e a r l y ended up i n u n s t a b l e employment with a constant r i s k of 
being made redundant again. 
Whether through d i s s a t i s f a c t i o n with th e i r current (post-redundancy) 
employment, inducing a wish to move v o l u n t a r i l y , or through occupying 
a position i n the job structure subject to the threat of redundancy, 
one consequence of the c l o s u r e s of Scotswood and T r e s s , then, was a 
r a d i c a l d e s t a b i l i s a t i o n of the work-force. 
The subject of Chapter 5 was one of the issues i d e n t i f i e d i n Chapter 4 
- the s i g n i f i c a n c e of s e c u r i t y as a s t r u c t u r i n g agent i n the labour 
market experiences and strategies of men from Scotswood. 
The g e n e r a l c o n c l u s i o n from Chapter 5 was t h a t i n engineering 
companies there was a tendency for the j o b - s t r u c t u r e to be d i v i d e d 
into a stable and an unstable sector, providing more or l e s s security 
for job incumbents. The significance of t h i s d i v i s i o n depended on the 
o r i e n t a t i o n s of the i n d i v i d u a l s concerned - those g i v i n g g r e a t e s t 
p r i o r i t y to the achievement of a s t a b l e job having most i n t e r e s t i n 
where they were situated i n the job structure. 
People's propensity to be security orientated we suggested would vary 
according to a number of variables and contexual circumstances. Age, 
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p o s i t i o n i n the l i f e - c y c l e , l e v e l and s c a r c i t y of s k i l l , and 
perceptions and e x p e c t a t i o n s of employment chances, could a l l be 
s i g n i f i c a n t . 
Our i n t e r v i e w s suggested t h a t the men from Scotswood were more 
l i k e l y than those from Tress to be s e c u r i t y o r i e n t a t e d ; w h i l s t t h i s 
might simply be a misleading consequence of the research procedure, we 
think t h a t a t l e a s t i n p a r t i t r e f l e c t s the f a c t t h a t Scotswood 
contained a much higher proportion of s k i l l e d men, with more s t a b l e 
work h i s t o r i e s , who had more reason to expect stable employment. 
I t was suggested t h a t s e c u r i t y o r i e n t a t e d people would seek out, i f 
they could, areas of l e a s t r i s k where they could ' s e t t l e i n ' . Large 
firms, with l a r g e amounts of f i x e d c a p i t a l , might be expected to be 
l e s s l i a b l e to c l o s e , and on t h i s dimension fi r m s such as these -
firms such as Scotswood - were Primary employers. A s e c u r i t y 
orientated person would therefore l i k e l y prefer such a firm. A c t u a l l y 
getting i n to a Primary firm would not, however, i n i t s e l f guarantee 
security; men would only s t a r t to f e e l r e l a t i v e l y safe once they had 
been there some yea r s . Those most e s t a b l i s h e d would of course be 
older people and therefore there i s probably some corr e l a t i o n between 
the securer positions and o l d age. But not everybody managed to get 
established and a l s o whole firms could close down throwing even the 
most secure out of work. Consequently o l d e r men could be found i n 
unstable areas as w e l l . 
Subsequent to closure many men were aware that they had f a l l e n from a 
position of security i n Scotswood's 'protected' sector to a s i t u a t i o n 
of extreme i n s e c u r i t y and u n c e r t a i n t y ; they were very aware t h a t a 
shortage of demand was undermining the security of jobs i n general and 
engineering jobs i n p a r t i c u l a r , and a l s o that as l a s t s t a r t e r s into a 
f a c t o r y they were l i k e l y to have the most tenuous r i g h t s to t h e i r 
jobs. Thus the Scotswood long time s e r v e r s j o i n e d the ranks of the 
marginalised multiple job changers but unlike many of the l a t t e r t h e i r 
i n c l u s i o n was not by choice. Being generally older, the men who had 
' f a l l e n ' from the Scotswood s t a b l e s e c t o r were i n a weaker market 
s i t u a t i o n . I f they began moving from, job to job i t was l i k e l y to be 
involuntarily induced. Such men f e l t p a r t i c u l a r l y insecure. 
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The effect of increasing insecurity was to a l t e r the overall balance 
of the trade-off people were prepared to sake. Redundancy, and 
particularly the experience of unemployment, was always l i k e l y to 
induce aen to adjust their work objectives. The worse things became 
the acre that the 'work objective' became simply to have a job - any 
jobi and this job would have to be i n the Formal Beonoayi there was 
l i t t l e evidence of Informal Market opportunities for the unemployed 
ex-Tress men, and even less for those from Scotswood. 
The upshot was that those unemployed with the least market power and 
leaBt resources to c a l l upon were less able to discriminate and hold 
out unti l a 'good' job case up. A poor job was better than a long 
period of unemployment. Consequently jobs in and out of engineering 
which would possibly have been avoided in better times were now being 
taken. Within engineering there was an indication that older aen in 
particular,. i n a weaker market situation than their younger colleagues, 
were more prepared to accept jobs offering lower pay and poorer working 
conditions. Some aen l e f t engineering altogether i n search of security. 
Others decided that the trade-off costs, particularly the economic costs, 
were too high and hung on hoping for things to improve. 
Chapter 6 was concerned with another of the issues identified i n 
Chapter *t - the significance of "job interest" as a structuring agent 
in the labour market experiences and strategies of our samples. 
I t was established that job interest tended to be related to position 
in the s k i l l hierarchy. Scotswood time-served aen had the opportunity 
to work on the most satisfying, interesting work. The range of jobs 
open to the semi-skilled and unskilled men from Tress tended to be more 
monotonous, but even amongst these some were worse than others. There 
were strong suggestions that there existed outside of Tress and 
Scotswood a range of jobs on Tyneside widely considered by men to be 
the most monotonous of a l l , and i t was believed that these were typically 
done by women. These 'women's jobs' we saw as occupying a position at 
the bottom of the s k i l l hierarchy. 
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This hierarchical ordering on the dimension of 'Job interest' did not 
necessarily correspond with the ordering on other dimensions. Although 
we did not collect detailed data on pay the iapression was gained that 
•pay T»r hour was higher for the sk i l l e d and semi-skilled sen than for 
the unskilled sen and women. Up to the level of the seal-skilled, 
therefore, 'Job interest' and 'high pay' tended to coincide. But the 
pattern changes higher up i n so far as seal-skilled sen could earn more 
than skilled sen - nevertheless the l a t t e r would s t i l l normally earn 
•ore than unskilled labourers and women. 
Jobs, therefore, tended to be better i n terns of interest, pay, and 
status the higher up the s k i l l hierarchy i also nen higher up would have 
a greater power i n the market. But there were significant cross-cutting 
compensatory considerations serving to considerably complicate matters. 
Such considerations that could be taken into account when evaluating Jobs 
otherwise favourably or unfavourably placed on aspects already mentioned 
could includet the rate of effort, opportunities for piece-work, 
opportunities for shift-work, overtime, 'outside' work, travailing 
distance, etc. These were significant la t e r a l compensatory costs and 
benefits which played an important part i n structuring and patterning 
labour market movement i n West Newcastle. 
The existence of these compensatory mechanisms could present men with 
significant choices. A particularly important one i n the context of 
the engineering industry was faced by skilled men. Semi-skilled 
piece-workers could earn more than skilled time-served sen. But the 
semi-skilled work tended to involve more effort and be repetitive - and 
therefore monotonous. Consequently, the skilled men, with access to 
both their 'own' interesting Jobs and many of those of the semi-skilled sen 
could be faced with a choice. Actual choice would depend on a person's work 
orientation. But to complicate matters further, choosing the higher paid 
semi-skilled Jobs could involve Jumping from employer to employer 'chasing 
the money', and this i s not a strategy l i k e l y to increase a person's security. 
Consequently the costs of chasing the money could include more effort, l e s s 
interest, and less security. People particularly orientated against bearing 
these bosts' then, or a combination of these 'costs', would be les s l i k e l y 
to choose the chop and change strategy. At Scotswood there were men who 
particularly valued the fact that the work they did involved les s effort, was 
unusually interesting, and for the established more secure, and so they stayed 
where they were. 
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There were other significant compensatory mechanisms. At Tress, for 
example, there were indications that some unskilled labourers could 
actually earn more than some of the semi-skilled piece-workers and the 
time-served tradesmen. But this time the 'cost* was extreme amounts 
of overtime. However, i f semi-skilled machine-workers were better off 
than labourers insofar as they had to work less hours for the same 
money, they were worse off i n respect of the amount of effort involved. 
Here, then, was another significant compensation. Labourer's Jobs, and 
women's Jobs may, but not necessarily, involve less effort and could 
therefore prove an attraction to physically weaker, older, or infirm 
people. Yet another compensatory feature could be shift-workj i n 
exchange for working unpopular shifts earnings could be boosted. 
Thus amongst the manual workers of Newcastle some of those earning the most 
money would be those doing extremely repetitive, and boring, piece-work 
jobs, working at great speed and effort, working unpopular s h i f t s , and 
excessive overtimet often 'chasing' such jobs, would mean moving from 
firm to firm and so such work was often also insecure. There were men who 
were prepared to accept such costs and who chased such jobs* and these 
men could be very well paid. 
Despite the significant l a t e r a l compensatory component in the market we 
s t i l l decided that the dominant character was hierarchical. This was 
because we think that the crucial superiority of having a position higher 
up the s k i l l range was the tendency to have a broader range of choice. 
Those people towards the top could select from those jobs open to them on 
their own s k i l l level or from some of those 'below' them. 
This hierarchical character i s particularly l i k e l y to be demonstrated at times 
of depression. When job opportunities contract orientations are l i k e l y to be 
restructured, and as existing objectives become unrealistic and/or non-
sustainable 'trading down' i s l i k e l y to take place; competition for the 
'worst' jobs increases and those with least market power are l i k e l y to be 
pushed out to face lengthy periods of unemployment. 
We came to the clear conclusion, then, that whilst for most people positions 
higher up the s k i l l hierarchy tended to offer best overall deals, and 
a greater range of choice, the actual workings of the market could only 
be understood i n terms of unravelling the complex interplay of both 
hierarchical and compensatory features. 
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I n Chapter 7 further evidence was offered of the role that orientation 
restructuring plays i n allocating people to positions i n the Job structure. 
Whilst the pressures were extreme the aechanisa of self-selection and 
choice s t i l l had a part to play. The focus of the chapter was on an issue 
touched upon in Chapter 5» namely the experience of prolonged unemployment 
and i t s relationship to people's changing ideas of the sorts of work they 
would accept. Our findings generally supported the conclusion of the 
Newcastle Council Tress Redundancy Study that men's experiences of 
prolonged unemployment led them "to revise their expectations downwards". 
We decided that financial pressures and perceptions of weakness in the 
market were particularly important influences in this restructuring process. 
There was some suggestion that older men were more l i k e l y to drop their 
standards quicker and be more prepared to take jobs which whilst possibly 
secure were generally inferior on other dimensions. The general 
impression was that over time men higher up the s k i l l hierarchy were 
liable to increasingly try for jobs at a lower s k i l l l e v e l , whilst men i n 
the unskilled market would be faced with increased competition for 'their* 
jobs from men above. Unskilled men, of course, had a reduced range of 
options to begin with and were keenly aware of their weakness in the 
market; a tendency for them to change their ideas of suitable work was 
much less evident. 
In Chapter 8 we discussed briefly a few other factors tending to attract 
or repel workers and i n so doing structure their labour market behaviour. 
One of these was 'nay*. I t was ooncluded that the economic wage-
related labour market theory was an inadequate framework through which 
to explain and understand the mechanisms involved in the distribution 
of people to jobs. Quite clearly there were, on the one hand, serious 
doubts as to whether workers had sufficient adequate knowledge to 
compare and contrast the monetary inducements of various employments, 
and, on the other hand, serious doubts as to whether workers armed 
with knowledge would always be able to select and keep the jobs they 
wanted. Structural divisions served to establish a certain degree of 
independence and lack of competitiveness between groups. Given these 
doubts i t i s very unlikely that the 'wage rate' or 'earnings level' 
acted as an equilibriating mechanism and distributor of labour 
throughout the market. 
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We suggested t h a t men who were p a r t i c u l a r l y e c o n o m i c a l l y o r i e n t a t e d 
were i n t e r e s t e d i n t o t a l e a r n i n g s p o t e n t i a l . F l u c t u a t i o n s i n t h e 
v a r i a b l e component p a r t s o f e a r n i n g s were l i k e l y t o i n d u c e men t o 
'chop and change' j o b s . S h i f t a l l o w a n c e , f o r example, may be a 
v a r i a b l e component and working s h i f t s may be seen as a n e c e s s a r y c o s t 
of e a r n i n g h i g h pay. A c h a n g e o v e r from s h i f t - w o r k to c o n s t a n t day-
s h i f t could encourage some men to move on. 
S h i f t - w o r k was s o m e t h i n g t h a t most w o r k e r s d i s l i k e d b u t t h e r e were 
v a r i a t i o n s i n i n t e n s i t y . For the most p a r t working s h i f t s was seen as 
a n e c e s s a r y c o s t of a c h i e v i n g some o t h e r o b j e c t i v e . P o s s i b l e 
compensations c o u l d i n c l u d e higher pay, longer weekends, f i t t i n g i n 
w i t h h o u s e h o l d a r r a n g e m e n t s , o r s i m p l y a v o i d i n g unemployment. 
Pe o p l e ' s a t t i t u d e s towards s h i f t - w o r k , then, v a r i e d a c c o r d i n g t o 
i n d i v i d u a l o r i e n t a t i o n s and the compensations on o f f e r . 
Of f ice-work had few a t t r a c t i o n s f o r our men. I t was q u i t e c l e a r t h a t 
the v a s t m a j o r i t y had a manual worker's consciousness. Only 2% of the 
combined samples had an o f f i c e j o b a t the time of the i n t e r v i e w s . 
The s i z e of a f i r m was s i g n i f i c a n t f o r some men. Those who had a 
d e f i n i t e p r e f e r e n c e f o r s m a l l e r f i r m s gave reasons such a s : 'You were 
more l i k e l y t o be n o t i c e d by management'; ' r e l a t i o n s with managers and 
o t h e r work-mates a r e more l i k e l y t o be f a c e t o f a c e , p e r s o n a l , and 
f r i e n d l y ' ; and, 'you a r e more l i k e l y to be r e c o g n i s e d f o r your t a l e n t s 
and e n c o u r a g e d t o b e t t e r y o u r s e l f . B u t o n l y a m i n o r i t y h ad s u c h 
f e e l i n g s . Some p r e f e r r e d bigger companies because they were l i k e l y t o 
be more s e c u r e , o f f e r more o p p o r t u n i t i e s , and l e s s l i k e l y t o t e n d 
towards f a v o u r i t i s m . Many men d i d not r e g i s t e r the s i z e of a f i r m as 
being of any s i g n i f i c a n c e a t a l l . 
Chapter 9 concentrated on the j o b s t r u c t u r e and d i s t r i b u t i o n of labour 
i n t e r n a l to a work-place. 
The determination of a person's j o b and the s o r t s of rewards he c o u l d 
expect o c c u r r e d p a r t l y as a r e s u l t of s t r u c t u r a l f a c t o r s and p a r t l y by 
choice. O r i e n t a t i o n s and choice have been r e f e r r e d to a l r e a d y . The 
most s i g n i f i c a n t s t r u c t u r a l d e t e r m i n a n t we d e c i d e d was a p e r s o n ' s 
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p o s i t i o n i n the h i e r a r c h y of s k i l l - d e f i n e d i n the main a c c o r d i n g to 
the work people a c t u a l l y d i d . 
A c t u a l l y being engaged on s k i l l e d work, and r e c e i v i n g the b e n e f i t s of 
s k i l l e d work, was d e p e n d e n t on a number of c o n d i t i o n s a n d 
c i r c u m s t a n c e s . We f o c u s s e d on t h r e e of the more s i g n i f i c a n t ones: 
1. A c q u i r i n g t h e s o c i a l l y r e c o g n i s e d , i n c l u d i n g t r a d e - u n i o n 
recognised, q u a l i f i c a t i o n to do the j o b . 
2. The p r o v i s i o n of work t h a t a c t u a l l y r e q u i r e d the a p p l i c a t i o n of 
s k i l l . 
3. A c q u i r i n g the a c t u a l a b i l i t y to do the j o b . 
I n r e s p e c t of (1), h a v i n g the r i g h t to do s k i l l e d work t r a d i t i o n a l l y 
f o l l o w s from h a v i n g s e r v e d an a p p r e n t i c e s h i p . However, the l e n g t h of 
t h e r e q u i r e d a p p r e n t i c e s h i p t r a i n i n g c a n a l t e r o v e r time. A l s o , i n 
periods of labour shortage s i m p l e r t a s k s n o r m a l l y i n c l u d e d w i t h i n the 
s k i l l e d man's p r o v i n c e may be h i v e d o f f and made a v a i l a b l e to men who 
have o n l y s e r v e d much s h o r t e r p e r i o d s of t r a i n i n g . Such men, r e f e r r e d 
t o o f t e n as ' d i l u t e e s ' , a r e ' s e m i - s k i l l e d ' , and the work t h e y do i s 
l i k e w i s e r e f e r r e d to as ' s e m i - s k i l l e d ' . 
I n the case of (2) i t was r e c o g n i s e d t h a t work t r a d i t i o n a l l y d e s c r i b e d 
as ' s k i l l e d ' might i n f a c t h a v e l o s t much of i t s o r i g i n a l s k i l l 
component. Such work might, however, h a v e n o t been h i v e d o f f and 
w o u l d t h e r e f o r e s t i l l be w i t h i n t h e p r o v i n c e and c o n t r o l of s k i l l 
t i me-served men. The a c t u a l q u a l i t y of the work done i n the ' s k i l l e d ' 
s e c t o r c o u l d t h e r e f o r e vary, w i t h some of the more r o u t i n e r e p e t i t i v e 
type being more on a par w i t h ' s e m i - s k i l l e d ' work. We suggested t h a t 
an i m p o r t a n t s t r u c t u r a l d e t e r m i n a t i o n of t h o s e v a r i a t i o n s were t h e 
types of 'jobs' undertaken by the employing o r g a n i s a t i o n - whether i n 
p a r t i c u l a r they were produced en masse or not. Consequently, w h i l s t 
h a v i n g an a p p r e n t i c e s h i p q u a l i f i c a t i o n would g i v e you the r i g h t to do 
s k i l l e d men's work i t was not a guarantee t h a t the work would a c t u a l l y 
be there to do. 
I n r e s p e c t of (3) a c t u a l l y h a v i n g s e r v e d an a p p r e n t i c e s h i p was not a 
g u a r a n t e e o f a p e r s o n ' s a b i l i t y t o c a r r y o u t a b r o a d r a n g e of 
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e n g i n e e r i n g f u n c t i o n s . A p e r s o n ' s a b i l i t y w o u l d r e l a t e t o h i s 
e x e r i e n c e which would i n t u r n depend o n f e a t u r e s of f a c t o r i e s he had 
been employed i n . The t e c h n o l o g i c a l c o m p o s i t i o n and r a n g e of 
products, and a person's p o s i t i o n i n the t e c h n i c a l d i v i s i o n of labour, 
i n f l u e n c e the v a r i e t y and l e v e l of s k i l l a cquired. The more l i m i t e d a 
p e r s o n ' s e x p e r i e n c e , t h e n t h e more s p e c i f i c h i s knowledge, t h e n t h e 
n a r r o w e r t h e r a n g e o f j o b s w i t h i n an i n d i v i d u a l ' s s p h e r e o f 
c a p a b i l i t i e s . Some of t h e T r e s s ' s k i l l e d ' men were s a i d t o h a v e had 
l e s s e x p e r i e n c e and t h e r e f o r e be i n a n a r r o w e r market t h a n men from 
Scotswood. 
Doing s e m i - s k i l l e d work a l s o depended on q u a l i f i c a t i o n s , opportunity, 
and e x p e r i e n c e . These j o b s seemed t o be formed i n r e s p o n s e t o 
shortages of ' s k i l l e d ' tradesmen. The s k i l l shortages, themselves, of 
course c o u l d be i n p a r t a consequence of e a r l i e r d e s t r u c t i o n of c r a f t 
o r g a n i s a t i o n of production . At the same time new technology c o u l d be 
p r o d u c e d i n r e s p o n s e t o t h e demands of a ' d e - s k i l i e d ' form of work 
o r g a n i s a t i o n . S e m i - s k i l l e d jobs, t h e r e f o r e i n c l u d e d not s i m p l y h i v e d 
o f f ' s k i l l e d ' j o b s , but a l s o new ones c r e a t e d t o f i t new t y p e s of 
s o c i a l and t e c h n i c a l o r g a n i s a t i o n . 
The three s k i l l groupings - s k i l l e d , s e m i - s k i l l e d , u n s k i l l e d - formed 
the b a s i c s t r u c t u r a l context f o r the manual workers i n the i n t e r n a l 
market. The way work was organised, the determination of boundaries 
between s k i l l groups, and the range of j o b s open to i n d i v i d u a l s w i t h i n 
s k i l l groups, a p p e a r e d t o be formed a t T r e s s and S c otswood by 
managements and unions l a r g e l y responding to t e c h n o l o g i c a l and market 
f o r c e s . Managements probably p e r c e i v e d t h e i r work-forces as p o t e n t i a l 
p o o l s of l a b o u r t h a t c o u l d be c o n t r o l l e d and r e g u l a t e d i n t h e b e s t 
i n t e r e s t s o f p r o d u c t i o n ; i n t e r n a l u n i o n s r e s p o n d e d t o m a n a g e r i a l 
p r e s s u r e s w h i l s t s e e k i n g to o r g a n i s e and monopolise j o b o p p o r t u n i t i e s 
i n t h e i r own i n t e r e s t s . 
A p a r t i c u l a r f e a t u r e of t h e T r e s s i n t e r n a l l a b o u r market was t h e 
s t r u c t u r e d h i e r a r c h y of s e m i - s k i l l e d j o b s up which men w i t h no i n i t i a l 
q u a l i f i c a t i o n s c o u l d climb. A comparable s i t u a t i o n d i d not e x i s t i n 
Scotswood, we think, because the nature of the jobs even s e m i - s k i l l e d 
men worked on demanded a broader' r a n g e of e x p e r i e n c e and k n o w l e d g e 
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than c o u l d be p r o v i d e d by s h o r t t r a i n i n g courses. Scots wood was not 
p r o d u c i n g en masse and s o t h e r e was n o t a l o t of r e p e t i t i v e r o u t i n e 
work. 
W i t h i n t h e n o n - s k i l l e d s e c t o r , i n p a r t i c u l a r , t h e w o r k i n g of t h e 
i n t e r n a l markets appeared to depend a t l e a s t i n p a r t on worker s e l f -
s e l e c t i o n and c h o i c e . Job o p p o r t u n i t i e s (occupation o p p o r t u n i t i e s : 
' d r i l l e r ' , 'grinder', etc.) would be a d v e r t i s e d on the i n t e r n a l n o t i c e 
b o a r d and men w o u l d d e c i d e i f t h e y wanted t o a p p l y . The a c t u a l 
d e c i s i o n would depend on a p e r s o n ' s o r i e n t a t i o n . Younger u n s k i l l e d 
men a t T r e s s were p a r t i c u l a r l y l i k e l y t o 'put i n f o r ' s e m i - s k i l l e d 
machine j o b s and t h e r e b y a c q u i r e a ' s k i l l ' t h a t c o u l d be u s e d 
e l s e w h e r e ; o l d e r men were l i k e l y t o p r e f e r t h e l e s s s t r e n u o u s and 
r e s p o n s i b l e l i g h t l a b o u r i n g j o b s . F i n a l s e l e c t i o n , of course, r e s t e d 
w i t h management. 
W i t h i n t h e s k i l l e d men's j o b s l a t e r a l ' o c c u p a t i o n a l ' movement was 
unusual but management c o u l d d i r e c t men to work i n c e r t a i n shops or on 
c e r t a i n ' j o b s ' ( o b j e c t s of w o r k ) . O c c u p a t i o n a l movement upwards was 
p o s s i b l e f o r t h e s k i l l e d men who w o u l d a p p l y f o r j o b s a s t h e y were 
a d v e r t i s e d 'on t h e Board'. B u t a g a i n t h e f i n a l d e c i s i o n w o u l d r e s t 
w i t h management, and i t was s a i d men c o u l d be h e l d down i f t h e i r 
replacement was d i f f i c u l t or c o s t l y . 
G e n e r a l l y s p e a k i n g , s t a f f j o b s were c l o s e d o f f t o men below t h e 
s k i l l e d man's l e v e l . 
Conclusion 
I n our r e s e a r c h we found t h a t workers undoubtedly had d i f f e r e n t work 
p r e f e r e n c e s - i n r e l a t i o n t o pay, s i z e o f f i r m , s h i f t - w o r k , o f f i c e -
work, s e c u r i t y , e f f o r t , t y p e o f work (e.g. ' b i g ' o r ' s m a l l ' , 
' r e p e t i t i v e ' or 'one-off'), t r a v e l l i n g d i s t a n c e , e t c . - and we have no 
doubt t h a t g i v e n t h e o p p o r t u n i t y men w o u l d make d i f f e r e n t c h o i c e s . 
These v a r i a t i o n s i n o r i e n t a t i o n were thought to be r e l a t e d to a number 
of work and non-work f a c t o r s and e x p e r i e n c e s , as w e l l as t h e a c t u a l 
p e r c e p t i o n and e x p e c t a t i o n of opportunity. 
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There was a s t r o n g suggestion t h a t workers a t both T r e s s and Scotswood 
had found, or decided to s t i c k with, p l a c e s t h a t promised to s a t i s f y 
the r e s p e c t i v e work-force's p r e f e r e n c e s - w i t h Scotswood o f f e r i n g , i n 
p a r t i c u l a r , ( r e l a t i v e l y ) i n t e r e s t i n g work and ( f o r some) s t a b i l i t y ; 
and T r e s s o f f e r i n g r e l a t i v e l y h i g h pay and, f o r t h e u n s k i l l e d , 
o p p o r t u n i t i e s t o b e t t e r t h e m s e l v e s ; both p l a c e s a l s o o f f e r e d a 
f r i e n d l y w o r k i n g e n v i r o n m e n t and e a s y a c c e s s f o r men i n West 
Newcastle. 
The d i f f e r e n t o r i e n t a t i o n s of the workers a t Scotswood and T r e s s may, 
i n p a r t a t l e a s t , have been formed i n r e c o g n i t i o n of t h e i r d i f f e r e n t 
options. For example, because Scotswood men tended to be more s k i l l e d 
and b e c a u s e i n t e r e s t i n g work t e n d e d t o o c c u r h i g h e r up t h e s k i l l 
h i e r a r c h y , t h e n t h e l e s s s k i l l e d T r e s s men had t h e l e s s e r r e a s o n t o 
expect anything but more monotonous work. To some extent, then, t h i s 
may e x p l a i n the g r e a t e r tendency amongst T r e s s men to be e c o n o m i c a l l y 
o r i e n t a t e d . 
However, the p r o p e n s i t y t o h a v e an economic o r i e n t a t i o n need n o t 
s i m p l y r e f l e c t l a c k of a c c e s s t o other work rewards. There were men 
a t b o t h Scotswood and T r e s s who w o u l d 'chase t h e money' and c o u l d do 
so even where other jobs o f f e r i n g a l t e r n a t i v e work rewards, i n c l u d i n g 
'job i n t e r e s t ' , were a v a i l a b l e . T h e r e were c e r t a i n l y f a c t o r s o t h e r 
t h a n s i m p l y o p p o r t u n i t y i n d u c i n g men t o p u r s u e p a r t i c u l a r work 
o b j e c t i v e s , and where p o s s i b l e a c a l c u l a t e d choice would take p l a c e . 
But the e x e r c i s e of choice c o u l d o n l y occur w i t h i n the range of what 
was s t r u c t u r a l y p o s s i b l e . People c o u l d o n l y choose to f o r s a k e , say, 
' j o b - i n t e r e s t ' f o r 'money* i f i n f a c t t h e y had a c c e s s t o j o b s o f e r i n g 
both t y p e s of work r e w a r d . C o n s e q u e n t l y , t h e s t r u c t u r i n g of 
o p p o r t u n i t i e s p l a y e d an important p a r t . 
I n B l a c k b u r n and Mann's i n f l u e n t i a l l a b o u r market s t u d y of non-
apprenticed male manual workers the authors came to the c o n c l u s i o n : 
"We f i r s t asked a s i m p l e question, 'Do high rewards on one a s p e c t 
t e n d t o be a c c o m p a n i e d by h i g h r e w a r d s on a l l a s p e c t s ? ' We 
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concluded that on balance they do,and therefore f e e l that the 
ov e r a l l structure of the market i s h i e r a r c h i c a l rather than 
compensatory". 
Ve have come to broadly the same conclusion for apprenticed and non-
apprenticed workers i n Vest Newcastle. Jobs higher up tended to be 
better paid, more in t e r e s t i n g , and have a higher status value. They 
also gave greater opportunity to move up further to even better jobs. 
I n general, the higher up the s k i l l hierarchy the greater the range of 
options, encompassing jobs not only on the same l e v e l but also those 
below. 
Whilst emphasising h i e r a r c h i c a l c h a r a c t e r i s t i c s of the market, however, 
we also found that for our male manual workers tendencies that 
Blackburn and Mann c a l l e d 'compensatory 1, and we have c a l l e d ' l a t e r a l ' 
or t r a d e - o f f , were possibly stronger, more pervasive, and more 
s t r u c t u r a l l y s i g n i f i c a n t than implied by the Peterborough authors. 
Blackburn and Mann recognised that i n Peterborough v e r t i c a l 
progression was not the only kind of movement taking place. I t was 
c l e a r that on the one hand not everybody had the opportunity to 
progress up an i n t e r n a l labour market, whilst on the other hand i t was 
not n e c e s s a r i l y the case that a l l job objectives needed to be pursued 
i n that way. I n p a r t i c u l a r , they mentioned that there were objective 
opportunities for appropriately orientated individuals to achieve 
short and/or regular hours, highly autonomous outside work, or high 
wages, without moving upwards. I n such cases compensatory trade-off 
costs were l i k e l y to be involved, but nevertheless the opportunities 
for the strongly orientated were there. On the subjective side i t was 
reported that there was some evidence that the population was 
dif f e r e n t i a t e d according to t h e i r orientations, and that three 
orientation types stood out as p a r t i c u l a r l y strong: namely v i s - a - v i s 
'outdoor work 1, 'job i n t e r e s t ' and 'high wages 1.* 
*Note; Other orientations were also said to be of significance. 
Included amongst these 'others' were 'security', 'trade union 
strength', 'worthwhileness', 'promotion', 'status' and 'personal 
s u i t a b i l i t y ' . 
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Thus there was both the objective opportunity and the subjective desire 
for some to choose to follow a trade-off strategy rather than wait 
to be promoted up an in t e r n a l labour market. I f we add the reported 
f a c t that many men i n Peterborough were forced to change employers 
through dismissals, redundancies, etc. I t i s c l e a r that there must 
have been a considerable amount of l a t e r a l movement. 
Despite Blackburn and Mann's emphasis on the hi e r a r c h i c a l ordering of 
the labour market i t i s i m p l i c i t i n t h e i r account that there was i n 
fac t a complex intermeshing of both h i e r a r c h i c a l and l a t e r a l 
organisation and movement. We need to understand the way i n which 
these two organisational p r i n c i p l e s f i t , and the means by which they 
become integrated into a greater whole. 
I n an attempt to demonstrate some of the ways i n which h i e r a r c h i c a l 
and l a t e r a l p r i n c i p l e s of organisation may mesh together we have drawn 
two diagrams. These diagrams portray the work aspects t y p i c a l of jobs 
attached to the s k i l l hierarchy i n Tress and Scotswood, and the 
directions of flow men could normally take. I t w i l l be seen that 
whereas there i s a de f i n i t e h i e r a r c h i c a l ordering on aspects such as 
job i n t e r e s t , there are also compensatory costs and benefits. At 
Tress, for example, i t can be seen that the high earning semi-skilled 
jobs may only be ca r r i e d out at a cost of high e f f o r t , whereas the 
lower earning u n s k i l l e d jobs are compensated for with low e f f o r t . 
Thus the markets are both h i e r a r c h i c a l l y and l a t e r a l l y organised. 
The existence of compensatory aspects i n the market implies the 
necessity for people to make trade-offs. The sort of trade off they 
would wish to make w i l l depend on t h e i r orientations. Where 
opportunity allows, therefore, people w i l l tend to distribute 
themselves throughout the j o b / s k i l l structure, on both the i n t e r n a l 
and external labour markets, according to t h e i r preferences. I n 
respect of Tress, for example, i t can be seen that older men could 
prefer to s t i c k on u n s k i l l e d labouring jobs rather than climb the 
semi-skilled hierarchy because such people tend to be orientated 
towards jobs involving l e s s e f f o r t . I n order to understand the labour 
market, therefore, i t i s necessary to be aware of the varying 
I 
orientations, and the consequences these have for the choices people 
sake. 
But i f the exercise of choice according to individual preference and 
orientation could determine a person's position i n the job structure, 
such choice could only occur within tightly bound structural 
possibilities. I n the diagrams the flow arrows suggest the range of 
opportunities available. Generally speaking i t can be seen that the 
range increases the further up the s k i l l hierarchy. Getting access to 
particular s k i l l categories was therefore as important a determinant of 
labour distribution as was choice. 
Diagram 1 Vickers Scotswood 
At Scotswood sen could be taken in at any le v e l , but insiders would get 
f i r s t option. Movement was i n and out of the unstable sector. I t can 
be seen that 'voluntary multiple job-changers' who 'chased the money' 
moved about at cost of low interest, higher effort, and instability! 
in return, of course, they received higher earnings. Jobs open to these 
skilled 'chop and changers' tended to be more boring) this was because 
the salient characteristic of these sorts of jobs was their routine, 
simpler, repetitive nature. Note that semi-skilled 'chop and changers' 
at Scotswood had less interest to lose than their skilled colleagues, 
although the Scotswood semi-skilled would have had more interest to 
lose than those at Tress. 
Men would of course leave voluntarily for reasons other than higher 
economic rewards - to be closer to home, to get more, experience, etc. 
Also there were those who were locked into an involuntary multiple 
job-changing patterni some of these men would have preferred to establish 
themselves i n a secure job. 
A feature of the sen's options was the fact that they could a l l trade 
down, but i n the short term none could take jobs i n s k i l l categories 
above them. In the longer term skilled men could gradually move up to 
staff jobs, whilst sometimes opportunities would arise for labourers to 
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A t t h e bottom o f t h e s k i l l h i e r a r c h y , o u t s i d e of Scotswood, were 
women's jobs. The o n l y aparent comparative b e n e f i t of those jobs was 
(1) t h e y c o u l d i n v o l v e l e s s p h y s i c a l e f f o r t , and (2) t r a v e l t o work 
d i s t a n c e c o u l d be s h o r t e r . No women worked on the Scotswood shop 
f l o o r . 
Diagram 2 T r e s s Engineering 
At T r e s s e n t r y and e x i t was p o s s i b l e a t a l l l e v e l s but as i n the case 
of Scotswood i n t e r n a l a p p l i c a n t s had p r e f e r e n c e . 
U n s k i l l e d l a b o u r e r s c o u l d move up the s e m i - s k i l l e d h i e r a r c h y but a t 
c o s t o f h i g h e r e f f o r t . Hen p r e f e r r i n g t o s t i c k a t a low l e v e l low 
e f f o r t j o b a t T r e s s c o u l d a l s o p o s s i b l y be a t t r a c t e d by some women's 
jobs. Such men a r e l i k e l y to be o l d e r ones, not p h y s i c a l l y i n c l i n e d 
t o engage i n g r e a t e r e f f o r t , p o s s i b l y under l e s s f a m i l y p r e s s u r e t o 
earn high pay, and without an eye to f u t u r e c a r e e r prospects. 
Men near the top of the s e m i - s k i l l e d h i e r a r c h y were not t i e d to T r e s s . 
As s e m i - s k i l l e d e n g i n e e r i n g piece-workers they had a marketable s k i l l 
and were indeed i n the same market as many of the men a t Scotswood who 
had a t some time 'chased the money'. 
As a t Scotswood s k i l l e d t r a d e s m e n had t h e b e s t o p p o r t u n i t i e s f o r 
promotion i n t o s t a f f jobs; and as a t Scotswood a l l s k i l l s would have 
chances t o 'trade down'. 
Only two women worked on the shop f l o o r a t T r e s s , both doing u n s k i l l e d 
j o b s . 
The s o c i o - t e c h n i c a 1 o r g a n i s a t i o n o f work, t h e d i f f e r e n t i a l 
o p p o r t u n i t i e s f o r advancement, and the h i e r a r c h i c a l c h a r a c t e r of much 
of the p a t t e r n i n g of work rewards, g i v e s some support to Dual Labour 
Market and Segementation t h e o r i e s of labour market o r g a n i s a t i o n . The 
s k i l l e d and s e m i - s k i l l e d j o b s a t Scotswood and T r e s s a p p e a r e d t o 
occupy p o s i t i o n s i n the P r i m a r y s e c t o r a s d e f i n e d by s e g m e n t a t i o n 
theory. The s k i l l e d men belonged to what Sengenberger r e f e r r e d to as 
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'The Market For Men With General Occupational Q u a l i f i c a t i o n s ' . 
Within t h i s s k i l l e d s e c t o r s e c u r i t y and s t a b i l i t y may have had s p e c i a l 
s i g n i f i c a n c e . On the one hand men may have been l e d t o expect s t a b l e 
employment andmay h a v e t h e r e f o r e been more l i k e l y t o i n c l u d e 
c o n s i d e r a t i o n s of s e c u r i t y w i t h i n t h e i r o v e r a l l c a l c u l a t i o n s of the 
most a p p r o p r i a t e employment s t r a t e g y . On the other hand the t e c h n i c a l 
c o n d i t i o n s of production, together with the widespread adherenceto the 
' l a s t - i n f i r s t - o u t ' r u l e may have tended t o b i s e c t the j o b s t r u c t u r e 
i n t o s t a b l e and u n s t a b l e p a r t s . To t h i s degree, then, the c o n d i t i o n s 
seemed t o e x i s t i n t h i s s k i l l e d man's m a r k e t f o r a k i n d of d u a l 
s t r u c t u r e of 'more s t a b l e ' and ' l e s s s t a b l e ' j o b s , w i t h t h o s e 
p a r t i c u l a r l y w a n t i n g s t a b l e employment s e e k i n g t o g e t o u t of one 
s e c t o r i n t o the o t h e r . 
Being s i t u a t e d i n the s t a b l e s e c t o r e f f e c t i v e l y meant a man had more 
s e c u r i t y . But i n s t a b i l i t y was not n e c e s s a r i l y synonymous w i t h 
i n s e c u r i t y . Some men i n the u n s t a b l e s e c t o r a t Scotswood were q u i t e 
s e c u r e i n t h e f a c t t h a t t h e y had a g e n e r a l s k i l l i n demand on t h e 
e x t e r n a l market. Such men w i t h a m a r k e t a b l e s k i l l c o u l d jump from 
employer to employer. Many of these mobile men would be 'chasing the 
money' and c o u l d e a r n high pay; but i t was l i k e l y to be a t the c o s t of 
working on r e p e t i t i v e low i n t e r e s t jobs a t high e f f o r t , and p o s s i b l y 
i n v o l v i n g awkward s h i f t s and l o n g hours, w h i l s t i m p l y i n g e x c l u s i o n 
from promotion s t r u c t u r e s l e a d i n g t o s t a f f j o b s . Thus e c o n o m i c a l l y 
o r i e n t a t e d 'chop and c h a n g e r s ' c o u l d a p p a r e n t l y e x p e r i e n c e work 
a s p e c t s c h a r a c t e r i s t i c of b o t h h i g h e r p a i d P r i m a r y and u n s t a b l e 
S e c o n d a r y employment. The r e p e t i t i v e n a t u r e of t h e work t e n d e d t o 
take such men out of the s k i l l e d s e c t o r proper and i n t o the p r o v i n c e 
of t h e s e m i - s k i l l e d men. Thus i n r e s p e c t of t h e two segments of our 
Primary workers - the s k i l l e d and s e m i - s k i l l e d - men from both c o u l d 
a t times operate i n the same e x t e r n a l market. 
Men would o n l y maintain t h e i r s e c u r i t y on the e x t e r n a l market as long 
as t h e r e r e m a i n e d a demand f o r t h e i r s k i l l s . I f f o r r e a s o n s of 
i n c r e a s i n g age, t e c h n o l o g i c a l d e v a l u a t i o n , or an o v e r a l l d e p r e s s i o n i n 
the market, men's market p o s i t i o n weakened, i t would then be incumbent 
upon them to e s t a b l i s h themselves i n an e n g i n e e r i n g company's s t a b l e 
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p r o t e c t e d s e c t o r . I t c o u l d be i n a s i t u a t i o n where men p a r t i c u l a r l y 
d e s i r i n g s t a b i l i t y a r e unable to a c h i e v e i t t h a t being s i t u a t e d i n the 
u n s t a b l e s e c t o r would be synonymous w i t h i n s e c u r i t y . 
S uch men w i t h d e c l i n i n g m a r k e t s k i l l s and n o t e s t a b l i s h e d i n t h e 
s t a b l e s e c t o r would appear t o be weakly a t t a c h e d to Primary employment 
i n e n g i n e e r i n g . W i t h o u t t h e power on t h e e x t e r n a l market, and y e t 
prone t o s u f f e r r e c u r r e n t unemployment b e c a u s e of t h e i r ' l a s t i n ' 
m a r g i n a l s t a t u s , p o s s i b l y t h o s e men c o u l d be s e e n a s p o t e n t i a l 
Secondary s e c t o r c a n d i d a t e s . 
The most l i k e l y Secondary candidates w i t h i n our samples were the o l d e r 
men. Such people were l i k e l y to be d i s c r i m i n a t e d a g a i n s t w i t h i n and 
without engineering, i n and o u t s i d e s k i l l e d work. C e r t a i n l y there was 
p l e n t y of e v i d e n c e amongst our s a m p l e s t h a t o l d e r men b e l i e v e d 
themselves to be i n a weaker market s i t u a t i o n and were a c c e p t i n g jobs 
they would not have considered when younger. Within e n g i n e e r i n g there 
was some s u g g e s t i o n t h a t s u c h men w o u l d be o f f e r e d and w o u l d a c c e p t 
worse j o b s i n s m a l l e r f i r m s ; o u t s i d e of e n g i n e e r i n g ^ j o b s s u c h a s 
c a r e t a k e r s , p o r t e r s , night-watchmen, l i g h t l a b o u r i n g jobs, and women's 
jobs, were 'popular'. 
The 'Primary' s e c t o r of Dual Labour Market Theory r e f e r r e d o r i g i n a l l y 
to ' s e m i - s k i l l e d ' t e c h n o l o g i c a l l y s p e c i f i c occupations which p r o v i d e 
the opportunity f o r h i e r a r c h i c a l p r o g r e s s i o n w i t h i n an i n t e r n a l labour 
market. I n Sengenberger's model s u c h p e o p l e a r e s a i d t o be i n 'The 
M a r k e t F o r C o r p o r a t i o n S p e c i f i c Q u a l i f i c a t i o n s ' . C o n v e r s a t i o n s w i t h 
men i n West Newcastle suggested c e r t a i n employments t y p i c a l of t h i s 
s e c t o r - employments s u c h a s B r i t i s h T elecom, B r i t i s h Gas, and t h e 
l o c a l power s t a t i o n s . These Primary employers seemed to p r e f e r people 
below a c e r t a i n age l e v e l . 
At T r e s s E n g i n e e r i n g t h e r e was an i n t e r n a l h i e r a r c h i c a l p r o g r e s s i o n of 
s e m i - s k i l l e d j o b s o f f e r i n g u n q u a l i f i e d men c h a n c e s f o r b e t t e r pay, 
more i n t e r e s t i n g work ( r e l a t i v e t o u n s k i 1 l e d and women's j o b s ) , and 
c a r e e r advancement. But the s k i l l s and knowledge a c q u i r e d were not 
e n t i r e l y s p e c i f i c t o t h e one w o r k - p l a c e . T r e s s t e n d e d t o h a v e j o b s 
occupied by people w i t h s k i l l s d e s c r i b e d by K r e c k e l as 'intermediate' 
i.e. n e i t h e r extremely g e n e r a l l y a p p l i c a b l e nor e n t i r e l y p l a n t 
s p e c i f i c . The e x i s t e n c e of a s e m i - s k i l l e d engineering market on 
Tyneside a l l o w e d workers with these s k i l l s to move between fi r m s , 
should they wish to do so and general demand permitting. The 'Primary' 
p o s i t i o n of those men, then, r e s t e d on the two foundations of being 
e s t a b l i s h e d w e l l up an i n t e r n a l s t r u c t u r e d h i e r a r c h y and being i n 
general demand on the external market. With the closure of Tress both 
these, foundations were undermined for so severe became the contraction 
i n opportunities that by the time of the follow-up interviews i n June 
1981 (three years after the closure) w e l l over three quarters of the 
s e m i - s k i l l e d Tress men i n our sample were no longer working i n th e i r 
'trade'. 
Outside of Tress and Scotswood, and other engineering companies, were 
the 'women's jobs'. These jobs would seem to bear features s i m i l a r to 
those d e s c r i b e d by segmentation t h e o r i s t s as belonging to the 
Secondary sector. C e r t a i n l y compared to the jobs i n the engineering 
'Primary' sector they seemed tobe much more monotonous, low paid, with 
no long term career prospects. Comments c e r t a i n l y suggested that such 
work was widely seen as the l e a s t popular amongst the men and i t may 
very w e l l have been the case t h a t i t was l e f t to women. I t may be 
b e s t to view women's f a c t o r y manual work as a sub-segment of the 
u n s k i l l e d market. U n s k i l l e d men at Tress and Scotswood seemed most 
l i k e l y to t r y i t . How e x c l u s i v e women's jobs would be i n times of 
depression when men throughout the s k i l l s t r u c t u r e 'trade down' i s 
u n c e r t a i n . I t could be the case t h a t t r a d i t i o n a l Secondary s e c t o r 
occupants are joined by newcomers during times of depression who then 
move up and away when demand increases and the range of opportunities 
expand. 
A Segmentation model could a t l e a s t i n part be accommodated within the 
g e n e r a l h i e r a r c h i c a l / l a t e r a l framework we have presented. I f any 
further progress i s to be made with Dual Labour Market Theory and the 
such l i k e , however, w r i t e r s w i l l have to come to terms with a much 
greater complexity than i s so far assumed. 
A major deficiency with various segmentation theories that divide the 
job structure (and normally a l s o the labour force) into 'Primary' and 
'Secondary' sectors i s the vagueness of the c r i t e r i a determining the 
a n a l y t i c a l a l l o c a t i o n of jobs i n t o the two c a t e g o r i e s . More often 
than not writers avoid making precise d i s t i n c t i o n s and defi n i t i o n s and 
simply r e f e r to 'Primary' jobs as 'good' jobs and 'Secondary' ones as 
'bad'. Often i m p l i c i t i n t h i s vagueness i s a r e c o g n i t i o n t h a t the 
market does not divide so n i c e l y . In r e a l i t y , as we have seen i n the 
cases of Tress and Scotswood, there i s n o r m a l l y i n f a c t a complex 
mixture of h i e r a r c h i c a l ordering on some aspects and i n some respects, 
and l a t e r a l compensatory features and organisations i n other respects. 
'Good' and 'bad' aspects may c o - e x i s t on the same job. To f u r t h e r 
complicate matters the s i g n i f i c a n c e of v a r i o u s a s p e c t s w i l l d i f f e r 
according to people's orientations, which are influenced by work and 
non-work factors. 
The f a c t that evaluations of the worth of a job may vary suggests that 
any future attempts to categorise the job structure into segments or 
s e c t o r s should not be on the b a s i s of v a l u e p l a c e d on work rewards 
alone. Rather, a p a r t i c u l a r distribution of work attributes should be 
evaluated i n terms of i t s significance for other processes and events 
i n s o c i e t y . Thus, for example, the f a c t t h a t some 'women's jobs' may 
be a t t r a c t i v e for some women should be r e l a t e d to women's position i n 
s o c i e t y i n and out of the formal paid work context. I n t h i s way the 
focus i s turned on how the labour market works, and away from the 
o r i g i n a l i n t e n t i o n of those segmentation t h e o r i s t s who wished to 
e x p l a i n r e l a t i v e d e p r i v a t i o n amongst c e r t a i n s e c t i o n s of the 
population i n terms of people's confinement to 'good' or 'bad' 
sectors. 
The need to t i e i n the workings of the labour market to wider s o c i a l 
processes suggests that further illumination could come from taking a 
p e r s p e c t i v e t h a t i s s e n s i t i v e to both work and non-work influences. 
Focussing on changes that occur during people's l i f e - c y c l e s could be 
f r u i t f u l . People d i f f e r e n t i a l l y s i t u a t e d i n t h e i r l i f e s tages are 
l i k e l y to have correspondingly d i f f e r e n t o r i e n t a t i o n s to (and 
expecta t i o n s of) work due to both non-work and work i n f l u e n c e s , 
p a r t i c u l a r l y i n regard to changing access to types of employment as 
they get older. The upshot i s that a kind of l i f e - c y c l e segmentation 
develops, both determining and r e f l e c t i n g experience i n the market. 
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Thus age segmentation can develop due to changingorientations: 
Outside of the work/market context marriage may induce people to 
become more economistically conscious and/or more security conscious 
and adjust their work objectives accordingly; l a t e r on, when family 
pressures and r e s p o n s i b i l i t i e s may have abated, the economic component 
i n a person's orientation may lose i t s weight. 
Inside the work/market context changing opportunities may induce the 
adaptation of work objectives. As people get older they may r i s e up 
an i n t e r n a l labour market h i e r a r c h y and s p e c i a l i s e such t h a t the 
number of employments offering rewards on the same l e v e l may diminish. 
Thus by increasing their s k i l l s they become l e s s generally employable. 
A l t e r n a t i v e l y some men may become p r o g r e s s i v e l y l e s s g e n e r a l l y 
employable through a decrease i n th e i r s k i l l s caused by technological 
redundancy. 
People tend to get l e s s a b l e to e x e r t as much e f f o r t as they get 
older. This could be more s i g n i f i c a n t i n some jobs than others. Men 
used to working piece-work i n engineering may f i n d i t i n c r e a s i n g l y 
d i f f i c u l t to keep up with the pace; such people as these and those i n 
other high e f f o r t jobs may become more o r i e n t a t e d towards jobs 
involving l e s s e f f o r t . 
Further age segmentation occurs due to the e f f o r t s of varying demand 
i . e . a person's age could be s i g n i f i c a n t for discriminating employers. 
Young persons may be p r e f e r r e d f o r jobs a t the bottom of a long 
promotion structure i.e. men/Women may be hired with an eye to future 
prospects. I t was s a i d that on Tyneside, for example, B r i t i s h Telecom 
p r e f e r r e d younger men for t h i s reason. P o s i t i o n s higher up the 
structure would not normally be open to the external market. 
Older men may be d i s c r i m i n a t e d a g a i n s t by employers demanding high 
ef f o r t . Heavy labouring work or piece-work may go to younger, f i t t e r , 
and - i n the case of piece-work - f a s t e r individuals. 
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Older men may be preferred by employers requiring a s t a b l e workforce. 
I t was s a i d t h a t a t T r e s s o l d e r men could be p r e f e r r e d f o r l i g h t 
labouring jobs because they were l e s s l i k e l y to move on. Also, as we 
mentioned e a r l i e r , there was some suggestion that within engineering 
some sm a l l firms offering worse pay and conditions would prefer older 
men because younger men, knowing t h a t they would get b e t t e r rewards 
elewhere, would not stand for i t . 
F i n a l l y , engineering companies requiring men with p a r t i c u l a r l y good 
knowledge and s k i l l could prefer older men. Where a small company has 
i n s u f f i c i e n t demand for i t s products to employ men f u l l time on 
s p e c i f i c parts of a production process i t may require to hire men capable 
of moving from one f a c e t of the trade to another. I t could be 
believed - possibly c o r r e c t l y - that older men are more l i k e l y to have 
a greater depth and breadth of knowledge than younger ones. 
The o v e r a l l impression i s t h a t i n the manual s e c t o r men's market 
p o s i t i o n g e n e r a l l y weakens with age. However i n some circumstances 
older men may a c t u a l l y be preferred to younger ones and so i t i s c l e a r 
t h a t age i s not e n t i r e l y an independent determinant of employment 
chances. I t s significance can vary according to the requirements of 
p a r t i c u l a r employments. 
N e v e r t h e l e s s , independent or not, changing ages appear to be 
associated with changing employment chances and changing orientations 
to work, suggesting a kind of l i f e - c y c l e segmentation. Other evidence 
that fortunes are l i a b l e to change according to people's positions i n 
their l i f e or career cycles comes from Cousins, Curran and Brown who 
found t h a t i n West N e w c a s t l e i t was d i f f i c u l t to i d e n t i f y a 
permanently consolidated disadvantaged population sufering 'inner c i t y 
deprivation ' because people were l i a b l e to move i n and out of 
disadvantage at d i f f e r e n t times i n their l i v e s . Blackburn and Mann 
found that i n Peterborough the best jobs were a t the top of i n t e r n a l 
labour markets and that the men who had these jobs tended to be older; 
but the authors considered the apparent d i v i s i o n between o l d e r and 
younger workers to be a temporary career-cycle effect, and as such was 
no basis for s t a b l e s t r a t i f i c a t i o n ; as they got older the younger men 
were l i k e l y to improve thei r employment position. 
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At Tress we found t h a t i t was younger men who tended to be a t the top 
of the i n t e r n a l labour market; o l d e r men p r e f e r r e d to be l a b o u r e r s . 
We suggested a number of reasons for t h i s d i v i s i o n but we think that 
possibly the most determinate could be the increased e f f o r t associated 
with the s e m i - s k i l l e d piece-work jobs i n the hierarchy. Thus at Tress 
the low rewards of labouring work - low pay per hour, low status, etc. 
- were compensated for by low e f f o r t . Such a compensation may only be 
p a r t i c u l a r l y s a l i e n t for older men. This Tress example suggests that 
career cycle or l i f e - c y c l e segmentation i s not i n f a c t synonymous with 
career c y c l e s t r a t i f i c a t i o n because t h i s l a t t e r term i m p l i e s a 
p r o g r e s s i v e h i e r a r c h i c a l movement as age i n c r e a s e s ; 'segmentation' 
describes a s i t u a t i o n where people 1 r e l a t i v e market position d i f f e r s 
with age, but the emphasis i s on there being a difference rather than 
some notion of s u p e r i o r or i n f e r i o r p o s i t i o n . The a c t u a l nature of 
the difference may vary according to circumstance. 
Changing opportunities and orientations with increasing age, brought 
about by circumstances and behaviour both within and without the work 
context, h e l p to e x p l a i n people's d i s t r i b u t i o n to jobs o f f e r i n g 
p a r t i c u l a r combinations of work rewards. The accent i n t h i s approach 
i s not on evaluating or determining people's relationships to areas of 
the job structure distinguished and defined according to p o s i t i v e and 
negative r a t i n g s on c e r t a i n work a s p e c t s ; r a t h e r the emphasis i s on 
r e l a t i n g people's behaviour and objectives to those aspects of the job 
s t r u c t u r e of s a l i e n t i n t e r e s t to people l i k e them. I n t h i s view 
people w i l l be pursuing, and w i l l be distributed to, jobs evaluated 
not according to t h e i r 'worth' but t h e i r appropriateness. People w i l l 
be situated not i n 'good' or 'bad' sectors but appropriate ones. 
A f u r t h e r d e f i c i e n c y of segmentation theory i s i t s r e l a t i v e l y 
i n f l e x i b l e stance towards change and movement. Not o n l y i s i t the 
case t h a t s e c t o r s may not be so n e a t l y d e l i n e a t e d according to good 
and bad f e a t u r e s , but a l s o movements between s e c t o r s may occur -
upsetting any simple notion that l i f e - t i m e p r i v i l e g e or deprivation 
canbe a u t o m a t i c a l l y read o f f from a person's s e c t o r a l p o s i t i o n . To 
make matters worse there may be changes i n the job s t r u c t u r e and the 
d i s t r i b u t i o n of good and bad a t t r i b u t e s , changes i n those non-work 
337. 
relationships and processes inducing particular work objectives, and 
changes i n people's orientations and job evaluations through time. 
Consequently there i s a need to take recognisance of the f l u i d and 
contingent nature of existing patterns of organisation. 
I n this thesis we have t r i e d to draw special attention to this 
f l u i d i t y . Ve lay particular emphasis on the phenomenon of orientation 
restructuring. The significance of the mechanism lay i n the way th«t 
i t f a c i l i t a t e d movement across the job structure. Ve made the point 
that i f people could be d i f f e r e n t i a l l y orientated on dimensions such 
as 'security', 'job interest', 'pay' etc., such that the perspectives 
they took on the market and the strategies they pursued differed 
accordingly, this source of segmentation was l i k e l y to make matters 
a l l the more complex by the fact that orientations could at certain 
times be restructured. We demonstrated some of this complexity by 
following men through their work careers. Thus changing circumstances 
induced changing work objectives which i n turn induced new labour 
market strategies. A 'chop and change1 strategy, for example, could 
be appropriate for satisfying a strong economistic work objective, but 
a subsequent desire to achieve security could best be met by taking 
an alternative course of action, such as staying immobile. 
I t i s clear that people's orientations to work were liable to change. 
But not only oould there be alterations i n people's estimations of the 
sort of work they wanted, but also alterations i n the sorts of work 
available. That i s to say, the job structure oould change also. 
The job structure as we have seen was based on a hierarchy of s k i l l -
a hierarchy that ranged from the most repetitive, boring, 'women's 
work', through the unskilled jobs at Tress and Scotswood, to the semi-
skilled machine jobs largely at Tress, and the highly skilled craft 
jobs largely at Scotswood. Alterations i n (1) people's access to these 
s k i l l groups, or alterations i n (2) the way the work was carried out, 
could change the sorts of work rewards available. 
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(1.) Whilst there were impediments to movement between the different s k i l l 
categories, nevertheless some movement did occur. Where for example 
men higher up the s k i l l hierarchy had the necessary technical 
knowledge - i f any was necessary - they could, as we mentioned 
earlier, 'trade down1 and compete for the jobs of those below them. 
Also, the unskilled men could acquire i n relatively short time-periods 
the knowledge necessary to perform some of the semi-skilled jobs. 
Moreover, at times some of the skilled jobs could become open to men 
who had not served apprenticeships. 
Despite these flows across the job structure the s k i l l groups s t i l l 
retained varying degrees of exclusivity. The most exclusive was the 
skilled tradesman's category maintained so through the fact that an 
apprenticeship qualification was normally necessary. Even i n the 
semi-skilled sector at Scotswood, however, unskilled men were not 
alwayB allowed by trade unions to move onto the higher grade of work; 
and even where i t was regularly permitted, as at Tress, jobs at tops 
of non-skilled hierarchies could only be acquired over time and with 
training; consequently at any one time there would always be a number 
of semi-e»i*iiied jote which untrained men could not do. 
Outside of the three male preserves was the women's work. The 
possibility f or movement between the male and female sectors i s 
uncertain, but no woman worked on the shop floor at Scotswood and only 
two at Tress. The comments of the men strongly suggested that many 
had chosen i n the past not to do women's work; but equally i t was 
clear that rather than be unemployed most probably would accept such 
work; whether i n times of depression, when orientations are 
restructured and men 'trade-down' women's work i s available to a l l i s 
not clear. 
Impediments to movement across these s k i l l groups could include the 
influence of trade union interest groups, the neoessity to acquire 
training - actually getting access to training could therefore also be 
important - and the policies and recruitment practices of managers. 
As i n the case of orientations the existence of, or nature of, these 
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impediments i s liable to change, underlining once again the dynamic 
nature of the labour market. 
(2) As well as the question of who should have access to which existing 
categories of work, there i s also the question of whether changes i n 
the social and technical organisation of production alters the nature 
of the jobs available. For example an increase i n semi-skilled jobs 
could occur as part of a general simplification of skilled work. The 
simplification of the production process, the increase i n 'dilutees', 
and the creation of semi-skilled internal labour markets, would be one 
way i n which dynamic changes i n the job structure could result i n both 
changes i n job attributes - a movement from interesting to less 
interesting (routinised) work - and a movement from lateral principles 
of labour market organisation (men using general s k i l l s , going from 
firm to firm) to a hierarchical type of organisation (men using plant 
specific s k i l l s ) . 
An increase i n semi-skilled work could, of course, also increase the 
range of jobs open to the unskilled, especially where the introduction 
of new technology i s accompanied by f l e x i b i l i t y agreements between 
management and unions permitting men to move from job to job. There 
was some evidence that unskilled men at Scotswood appreciated the job 
interest that suoh f l e x i b i l i t y gave them. At TresB tradesmen opposed 
to the end managerial attempts to introduce f l e x i b i l i t y . 
Thus the two principles of 'who should do which jobs' and 'changes i n 
the nature of the jobs available' can be interdependent. But whether 
they occur separately or combined the net effect i s an alteration i n 
the range of job types available i n the market. This may affect the 
sorts of s k i l l s people can acquire for future use, whilst changes i n 
the range of opportunities i s l i k e l y to induce changes i n work 
objectives and labour market strategies. The net effect i s an 
adjustment i n the complex patterning of hierarchical and lateral 
movement. 
Finally, there can be changes i n pertinent processes and relationships 
outside the work/market context. In particular , relationships between 
men and women, the way work i s organised i n the home, and changing 
patterns of marriage and family l i f e , w i l l affect people's 
orientations towards the formal paid economy. This could have 
particular relevance for the development of any Secondary sector 
which i s normally thought of as being dominated by women. 
The functioning of labour markets, then, must be understood i n the 
context of a f l u i d set of inter-relationships. Thus an observation 
of a complex hierarchical/lateral patterning, or a particular 
segmentation occurring, may Bimply be one v a r i a t i o n of a v a r i e t y of 
possible forms. The patterning and the market sectors or segments may 
change. Any development of labour market theory must allow for the 
transient nature of structural divisions as well as alterations i n 
the type of hierarchical and lateral movement occurring across the 
job structure. I f change i s the norm possibly greater attention 
should be paid to the causes of change rather than simply the 
consequences. 
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